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ABSTRACT
The thesis Is a study of post-war salaries in the public 
services in England and Wales. Part I consists of a detailed 
survey of salaries in all the major - and some of the smaller - - 
services, including central and local government, education, the | 
National Health Service, the judiciary, the police and the 
nationalised industries, seventeen different fields being 
covered. For each service certain background information is 
given; salaries themselves are set out on 62 tables, amplified
in the text with particulars of grading arrangements, special
additions, pay history, etc. Working on the raw material thus 
collected. Fart II is comparative and analytical. In Chapter 18 
the preceding sections are looked at horizontally; aspects of 
salary structure such as the basis of classes and grades,
allowances, area differentials, the length of scales, the size
of increments, the degree of discretion in the payment of 
salaries, are analysed. Four further tables are presented and 
various limited inter-service comparisons made. In Chapter 19 
some of the problems of pay determination are examined, though 
the treatment is not exhaustive. Among the matters discussed 
are the recruitment-retention test, the role of "fairness^, 
status and need, and some implications of "publicnessM. The 
more mundane problems of making comparisons for purposes of pay 
negotiation are considered, leading to a discussion of some of 
the difficulties of weighting promotion prospects and net 
advantages. The study ends with a general critique of the
public service salary structure; the writer finds it to be 
deficient in important respects, although individual pay 
patterns have been considerably systematised.
Three further papers are attached. The first analyses the 
distinction between wages and salaries. The second discusses 
the element of "accident" in the national salary structure.
The third reviews the standards of remuneration for political 
and analogous forms of public service.
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INTRODUCTION
In 1955 the total aalary-bill accounted for £3,380 million
out of a total income from employment of £11,150 million and a
(1) (2) 
total of personal incomes of £15,763 million; there is a
prima facie case, therefore, for considering salaries a subject
worthy of attention. Yet they have been one of the Cinderellas
of economic research. The Ministry of Labour, for instance,
publishes several series of statistics on wages such as its
annual Time Rates of Wages and its bi-yearly earnings enquiries,
but as far as salaries are concerned, tentative first steps have
(3)
only recently been initiated. Academic and other non-official
(4)
research has likewise treated them with comparative neglect.
(1) Before providing for depreciation and stock appreciation
(2) Central Statistical Office, National Income and Expenditure 
1956. (HMSO 1956) Table 2
(3) Since 1954 the Ministry of Labour has been collecting, on a 
voluntary basis, certain information on salary scales and 
earnings with a view to compiling an index of changes in 
salary rates and in average salary earnings, respectively. 
The services and industries in respect of which information 
is being obtained are national and local government, 
education, the National Health Service, banking, insurance, 
coal mining, transport, gas and electricity. The work is 
still (July 1956) at the exploratory stage.
(4) Kention should, however, be made of the valuable two-yearly 
surveys of clerical salaries, carried out by the Office 
Management Association: see e.g. Office Management Associa­
tion, Clerical Salaries Analysis 1956.
See also fr. ftouth, ^Civil Service Pay, 1875 to 1950", 
Economica (August 1954), based on a thesis (University of 
london, îh.D. 1951) by the same author. See also 
A. Chapman, Wages and Salaries in the United Kingdom 1920- 
1938 (1953).
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The raison d*etre of salaries is more fully considered in an 
attached paper, where the distinction between them and wages is 
examined in some detail. Here we may note the conclusion there . 
reached that salaries are still a sufficiently clearly recog­
nised and recognisable entity to deserve separate investigation.
Salaries over the whole economy would have constituted an 
impossibly wide field: this enquiry is therefore confined to
salaries in the public services in post-war England and Wales. 
Within these limits, however, both the term "salaries" and  ^
^public service* have been given a wide, rather than a narrow, 
interpretation, on the ground that this study would gain by 
being as comprehensive as possible. Though in examining the 
distinction between wages and salaries a purist approach has 
been adopted, it was felt that to decide on the inclusion of 
particular scales by reference to equally strict criteria would 
not be useful; Ih dealing with the National Health Service, . 
for example, the fees of general practitioners and dentists are 
dealt with; similarly, the pay of postmen is covered in the 
chapter on the Post Office, as these are part and parcel of 
the - otherwise salaried - manipulative hierarchy.
(1) "The Distinction between Wages and Salaries" (Reprint from 
Scottish Journal of Political Economy, June 1956).
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Likewise, while the precise meaning of the term "public 
service" is capable of different interpretations - a detailed 
examination of this is a matter for the political scientist - 
the line has been drawn generously for the purpose of this 
study. Academic salaries, for instance, are included, although 
the universities are not, strictly speaking, a public service. 
Similarly, while it might be held that an industry is ipso 
facto not a service - that "service* implies some non­
industrial, non-commercial activity - it was considered that a 
more fruitful criterion would be to cover salaries in all those 
fields which by reason of some measure of public accountability 
are part of the public sector of the economy. Hence salaries 
in the nationalised industries are 'included. The question of 
the source from which a particular body derives its income, or 
whether or not it is profit-making, affect, one might say, its 
degree of "publicness", not the latter as such. It follows, 
however, that the different services reviewed do not have any 
inherent unity by reason of their membership of the public 
sector.
This investigation is formally confined to England and 
Wales, this being the highest common denominator of the various 
scales, though many of the latter are equally applicable to 
Scotland, and some in the whole of the United Kingdom.
Services the bulk of whose personnel is liable to serve outside
- vil -
the country - ouch as the Foreign Service and the Armed Forces - 
are not dealt with. Further, within England and Wales only
scales of national application are considered. This means 
that remuneration restricted to a single locality is excluded, 
as are the salaries paid by numerous public boards and. 
commissions who are not managerial bodies, and where such rates 
as exist apply to one head office only. However, the "national 
scope" criterion refers to the potential scope of the pay 
pattern, and is not affected by the question of area differen­
tiation, which is merely an internal aspect of salary structure.
Remuneration reviewed covers the period-1946 to 1951; 
salaries fixed in the first post-war year are the starting 
point. Though it would have been desirable to have covered • 
a wider time-span -^to have compared, say, the post-war with 
the pra-1959 picture - .this was decided against, again in the 
interests of reducing the study to manageable proportions. 
Moreover, commencing with 1946 is not entirely arbitrary; the 
post-war era did mean a new start in many fields. In the local 
government service, for instance, there was no national pattern 
of remuneration prior to 1946, while in the Post Office a major 
re-organisation of salary structure then took place. The
(1) Salary movements over the period 1938/9 - 1955/6 were
examined in The Economist of 21st and 28th January, 1956.
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nationalised industries only became part of the public sector 
in the late 1940s, while many of the other services dealt with 
then instituted thoroughgoing reforms in their personnel 
policies. All changes up to and including December 1951 are, 
recorded.^However, while the tables only cover scales up to 
that date, the text indicates adjustments which have been 
effected since, insofar as they were known at the time of 
writing.
The need to delimit the raw material to be investigated 
has also made it necessary to confine this enquiry to certain 
aspects of the subject matter. The present writer has felt 
that, in view of the past neglect of the topic, the first 
requirement was to do some of the spadework; one aim of the 
study, therefore, has been to present a comprehensive factual 
account of public service salary systems (and to do the sorting, 
disentangling and collating ancillary thereto)., This is.done 
in Part I, in each of whose chapters a uniform pattern has been 
followed as far as possible; a short outline is.given of the 
set-up of the service concerned, numbers employed, negotiating 
machinery, brief particulars of recruitment and training, the 
main service conditions, and so on. These details.are given to 
provide the necessary background; with the latter sketched in,
(1) With a few special exceptions
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salaries are set out in full, with a review also of current pay 
history. In some fields - notably the Civil Service and the 
National Health Service - the inclusion of every single rate 
would have been an almost impossible task; in these cases a 
selection of the more important, and more typical, scales has 
been made.
Part I does not, however, owe its existence to "spadework" 
considerations only. For the study has another - and major - 
purpose, which is comparative and analytical, and for which 
Part I has been the essential tool. Part II then is based on 
Part I, using the latter as its raw material, and seeking to 
analyse horizontally the contents of the earlier sections. In 
Chapter 18 it examines questions of salary structure. In 
Chapter 19 it sets out to consider some of the (internal) 
problems of pay determination, which have struck the writer in . 
the course of her researches, though a complete examination of 
the rationale of reward or of the determinants of salary struc­
ture has not been attempted. Finally, Part II draws together 
some of the conclusions to which the study has led.
Three further papers on specific aspects of the subject are 
attached. The writer ventures to hope that, while Part I may 
add something to the knowledge of that frontier territory where ^  
applied economics and public administration converge, the 
remaining sections will form a small contribution to the study
- X -
of wages and wages policy - in the broad sense of those terms.
Notes to Tables, etc.
1) All the figures shown on the tables are exclusive of overtime 
and extra-duty allowances.
2) The tables in each case give the increases introduced for the 
grade as such. Special "assimilation" arrangements, which 
might apply to individuals at particular points of the scale, 
are not set out.
3) Where no figure appears in the column of a table, the salary 
shown in the preceding column still applied.
4) Where the last increment of a scale is restricted, i.e.
smaller than that for the scale as a whole, this is not 
specially indicated. Where, in order to reach the maximum,
the final increment is larger than the normal, this is
mentioned in a footnote.
5) Where salaries differ for men and women, the tables show 
those for men only, except where the occupation is pre­
dominantly female (e.g. Civil Service typing grades and 
nurses), in which case women’s rates are given. The text, 
likewise, must be taken to refer to male salaries only, 
except where it is made clear that women’s salaries are being 
dealt with, or that there is no sex differentiation.
6) Staff statistics include both men and women.
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Note on Sources
0)
Part I has been compiled from published sources, from
collective agreements and other original documents, and from
information - oral and written - obtained from Government
departments, professional associations and trade unions. As
regards published etc. sources, these are given in footnotes to
the text throughout Part I; as the latter itself forms the
basis for Part II, detailed sources are not as a rule specified
there. As far as unpublished data obtained by direct enquiry
Eire concerned, in some cases these related to salaries or some
aspect of salaries; in others to staff statistics or other
background material. In these instances, it has not been
possible to state the source specifically in each case; a list
is therefore appended of those organisations who were good
(1)
enough to supply such source material.
Association of Education Committees 
M Association of First Division Civil Servants 
Association of Head Postmasters 
Association of Municipal Corporations 
Association of Occupational Therapists 
X Association of Post Office Controlling Officers 
Association of Principals of Technical Ihstitutions 
n Association of Supervisory Staffs, Executives and Technicians 
Association of Teachers in Colleges and Departments of Education 
Association of Teachers in Technical Institutions 
Association of University Teachers
(%) An X denotes that contact included one or more interviews.
/ denotes that information was obtained from several 
branches/departments. . /)/» n o.l- 4- J
( 0  U o rw-uJx. fe cUvr-
Æ t l o j  •
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X
X
X
X
X
X
Bank of 
British 
British 
British 
British 
Central 
Central 
Chartered 
Civil Air 
Civil 
Civil 
Civil 
Civil
England
Broadcasting Corporation 
Hospitals Association 
Medical Association 
Transport Commission
(formerly British) Electricity Authority 
Statistical Office
Society of Physiotherapy I
Transport Employers’ Secretariat 
Service Clerical Association 
Service Legal Society
Service National Whitley Council (Staff Side)
Service Uhion 
Corporation of London 
County Councils Association 
Docks and Inland Waterways Executive 
X Fire Brigades Union 
Gas Council 
X General Post Office 
X Home Office (Approved Schools)
(C Division)
(Fire Services Division)
(Police Division)
(Probation Division)
(Registration of Electors)
Hotels Executive
House of Commons (Fees Office)
Inland Revenue
Institute of Municipal Treasurers and Accountants 
X Institution of Professional Civil Servants 
London County Council
London County Council Staff Association 
X London Transport Executive 
Lord Chancellor’s Office 
x/ Ministry of Education 
of Health
of Housing and Local Government 
of Labour and National Service 
and Local Government Officers* Association 
Association of Inspectors of Schools and
Educational Organisers 
National Association of Probation Officers 
X National Coal Board
X National Joint Council for Gas Staffs (Staff Side)
X National Joint Council for Local Authorities* Administrative, \
Professional, Technical and Clerical Services (Employers’ Side)
X National Joint Council for the Electricity Supply Industry
(Administrative and Clerical Grades) (Staff Side)
X National Union of Teachers 
Postmasters’ Association 
X Post Office Engineering Uhion 
X Prison Commission
/ Ministry 
Ministry 
x/ Ministry 
X  National 
National
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Railways Staff Conference 
Road Haulage Executive 
Road Passenger Executive 
X Royal College of Nursing 
Society of Chiropodists 
X Society of Civil Servants 
Society of Radiographers 
X Society of Telecommunication Engineers 
Society of Town Clerks 
X Transport Salaried Staffs Association 
x/ Treasury 
X Uhion of Post Office Workers 
X Uhiversity Grants Committee 
University of London
Whitley Councils for the Health Services:
X Pharmaceutical Whitley Council )
X Professional and Technical Councils "A" and "B" ) Management
X Nurses and Midwives Whitley Council (1) ) Side
I v;ish to acknowledge with much gratitude the assistance 
received from the above organisations, though they are, of 
course, not to be held responsible for any of the contents of 
the following pages.
I should also here like to take the opportunity of 
recording my very warm thanks to Dr. Barbara Wootton for 
her generous guidance over many years.
H.R.K.
(1) Data on clerical stipends, to which reference is made in 
Chapter 19, were obtained from the various religious 
denominations.
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Chapter 1
THE CIVIL SERVICE
"There is nowhere any authoritative or exhaustive 
definition of the Civil Service" wrote the Royal (Tomlin) 
Commission of 1929-1931, and following precedent they adopted 
the following as a working basis;
" those servants of the Crown, other than holders 
of political or judicial offices, who are employed 
in a civil capacity, and whose remuneration is 
paid wholly and directly out of monies voted by , .
Parliament.
The Civil Service is that body of employees which calories
out the policy of successive Governments. It does not include
the members of the Armed Forces who, though servants of the
Crown, are not employed in a civil capacity, nor High Court
judges who, though serving in a-civil caoacity, are not paid
(3)
"out of monies voted by Parliament". It also excludes the
(1) This section was written before the publication in 1955 of 
the Report of the Royal (Priestley) Commission on the Civil 
Service. While references to their findings have been 
added, the chapter does not purport to deal exhaustively 
with these.
(2) Royal Commission on the Civil Service, Cmd. 3909 (HiîSO 1931) 
paras.8-9.
(3) Public expenditure is met from moneys voted by Parliament 
in response to annual Estimates, or charged upon the
Consolidated Fund (i.e. payable out of the Exchequer under 
statute without further parliamentary authority) ; cf. Th. 
Erskine May, The Law, Privileges, Proceedings and Usage of 
Parliament, Ibfh dd., p .' 852.
staffs of local authorities, nationalised industries and 
other ijublic corporations.
V/hile the term "Civil Service" does not cover the public 
servants of the British Dominions or of the various British 
colonial dependencies, it includes the Foreign Service. The 
latter - in its present form - is the product of a reorganisation 
effected in 1943, v/hen the Foreign Office, the Diplomatic 
Service, the Commercial-Diplomatic Service and the Consular 
Service were amalgamated. As Foreign Service personnel are 
for the most part serving outside the United Kingdom and under 
rather special conditions, they will not be dealt with in this 
study.
Here we are concerned v/ith the Home Civil Service. This 
is divided into more than a hundred departments and sub­
departments, ranging from the National Gallery to such major 
bodies as the Board of Trade and Treasury. A general control 
over the Service is exercised by the latter, which in 1920 had 
conferred on it the pov/er to make regulations for controlling 
the conduct of His Majesty’s civil establishments and providing
for the classification, remuneration and other conditions of
(1)
service of all persons employed therein. The Treasury is 
responsible for the annual presentation to Parliament of the
(1) Tomlin Report, op. cit. paras. 19-20.
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Estimates for the Civil and Revenue Departments; it is out of
these "monies voted by Parliament" that civil servants’
(1)
salaries are paid.
The kinds of work performed b,/ civil servants vary 
greatly and call for the employment of large numbers of very 
different groups of personnel. First, there are the two 
broad categories of industrial and non-industrial staff, which 
are treated entirely separately for purposes of pay, conditions 
of service and so on. Industrial civil servants are employed 
in ordnance factories, aircraft works, dock and shipbuilding 
yards - largely by the Service and Supply departments; they 
comprise labourers, craftsmen and other industrial workers 
who belong to ordinary trade unions with whom the Government 
have set up special negotiating machinery. As wage-earners 
they fall outside the scope of this study.
We are left with non-industrial staff who on 1st January
1951 numbered 675,083; this compares with 397,559 on 1st April
(2)
1939 - an indication of the vast changes that the Service has
(1) The Act by virtue of which Parliament took over the 
responsibility for the salaries of those employed in public 
offices was passed in 1816 (56 Geo. III. c . 46); it has 
been described as the statute which created the Civil 
Service: cf. E.W. Cohen, The Growth of the British Civil 
Service, 1780-1939 (Allen &'Unwin, 1941) p. 20.
(2) Digest of Civil Service Staff Statistics, 1.1.49 - 1.1.50 
and 1.1.50 - 1.1.51, Table I,,issued by Civil Service 
Central Staff Record, H.M. Treasury. The figures include 
the Foreign Service .
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undergone. Non-industrial personiel is commonly divided
into the following staff groups:
Non-industrial civil servants; \
Analysis by staff groups as at 1.1.1951: '
Staff group : No.
Administrative (Home) 3,056
Administrative (Foreign) 883
General executive 41,229
Other executive 27,733
General clerical 113,978
Other clerical 31,237
Clerical assistants, etc. 72,023
Typing 30,527
Inspectorate 4,970
Messengers, porters, etc. 41,190
Post Office staffs 202,114
Professional, scientific and
technical I 23,932
Scientific and technical II 42,718
Ancillary technical 39,493
675,083
The administrative, executive, clerical, clerical assistant 
and typing grades are the basic classes of the Service, 
constituting a complete hierarchy in the clerico-administrative 
sphere and providing the backbone of the Civil Service pyramid.
(1) Digest of Civil Service Staff Statistics 1.1.50 - 1.1.51, 
Table VIII. All figures in this and subsequent tables of 
staff statistics Include men and women and both whole- 
and part-time workers, each of the latter counting as -g-.
— 5 —
Tney owe their present structure to the Reorganisation
Cuiimiitbee of the Civil Service National ViTnitley Council, who
(1 )
issued their findings in 1920.
The Inspectorate is very small numerically. It comprises
such groups as H.lvl. inspectors of schools and the factory
inspectorate, but certain inspectors - for instance those in
(2)
the Inland Revenue - are differently classified. Among the
messengerial grades are porters, paperkeepers, cleaners as
well as messengers; attendants and warders in museums are also
in this group. They are not further dealt with, falling
primarily into the wage-earning category. The Post Office
figure covers all those engaged on non-technical work in the
(3)
Post Office; as the latter is a very large employer and has a 
salary structure quite distinct from that of the rest of the 
Civil Service, we deal with it in a separate chapter.
The professional, scientific and technical etc. groups
have greatly increased in number since pre-war days.
"Professional, scientific, and technical I" comprises fully- 
fledged professionals in the scientific, legal and medical
(1) Report of the Joint Committee on the Organisation, etc. of 
tiie C iV11 Ser vice' ( HI.iSQ '1920) .
(2) For a complete list of inspector grades see B. Monck,
How the Civil Service Works (Phoenix House, 1952) p. 56.
(3) The f igure for Post Off ic e s t  affs i.e. does not include 
those in the Post Office Engineering Department.
- G -
sphere; the "works group" (architects, surveyors, civil 
engineers, ebc.); and nuiuerous miscellaneous classes - among 
thei7i economists, actuaries, statisticians, accountants and 
psychologists. "Scientific and technical II" covers various 
types of draughtsmen, experimental officers and the technical 
classes; these are expected to have a technical rather than a 
professional training. The "ancillary technical" group is 
composed of minor grades such as machine operators and drawing 
office assistants.
Departmental classes: Civil Service organisation
distinguishes between "general service" or "Treasury" classes 
on the one hand and "departmental" classes on the other. The 
former are common to all Government departments in v/hich such 
staff are employed; all its members have identical terms and 
conditions of service, are centrally recruited and must have 
prescribed qualifications - determined by the Treasury - what­
ever the sector of the Service in which they will ultimately 
work. Departmental classes are confined to one department and 
have their own special grade structure and rates of pay. This, 
it may be added, was the original pattern throughout the Service;
it was only very slowly that general classes emerged to replace
(2)
the earlier rigid departmentalism.
(1) Though remuneration is being increasingly assimilated to 
that of the general classes.
(2) The first general service class was the lower division 
(clerks), created by an Order in Council of 1876: see 
Oonen, op. cit. p. 135.
- 7 -
A "general service" pattern has however alv/ays been
considered unsuitable for certain of the more specialised
branches of the Service; hence departmental classes remain.
(1 )
These Include the special departmental classes of H.h. 
inspectors of taxes in the Inland Revenue, the cadet grade in 
the Ministry of Labour and assistant postal controllers in the 
Post Office. Members of these must be of university degree 
standard, though there are other departmental classes at 
executive and clerical level, as v/ell as a number of 
professional departmental grades. There is a further hybrid 
form of organisation known as the "linked departmental" class, 
v/hich differs from the Treasury class in that the precise 
qualifications required of candidates are left to the employing 
department to determine. Salaries and service conditions are 
identical for all the members of a linked departmental class; 
most of the technical grades are organised on this pattern.
(2)
Negotiating machinery; Civil servants have the benefit of 
a comprehensive Yfnitley system. The Civil Service National 
Whitley Council was set up in 1919, and Departmental Whitley 
Councils have been established in practically all Government
departments since. The area of responsibility of the National 
Council is co-terminous with that of the non-industrial Civil
(1) For details see e.g. Civil Service Commission, Posts in the 
Civil Service for University Graduates (HMSO 1951) Chap. Ill 
and Appx. I.
(2) For full details see H.M. Treasury, Staff Relations in the 
Givi1 Service (HMSO 1955).
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Service, except that Foreign Service personnel are not
covered by its agreements, while Post Office engineering and
allied grades - though classified for staff record purposes as
(1)
industrial - are within the National Council's purview. It 
snould be added that a substantial proportion of present-day 
negotiation of service conditions is not conducted by the 
National V/nitley Council, but by direct discussion between the 
I'reasury and recognised staff associations.
There is a special court of arbitration - the Civil Service
Arbitration Tribunal - the setting up of which was agreed to in
(2 )
1936. Arbitration for the greater part of the Service is
compulsory: the Government cannot refuse to allow claims to be
submitted to the Tribunal unless issues of major policy are
(3)
involved. Not all subjects are "arbitrable", however; 
superannuation, for instance, is not; neither is the question 
of staff complements or the grant of established status. 
Similarly, claims concerning grades with salaries above a cert­
ain limit - £1,450 as at November 1954 - may not be referred
to the Tribunal except by consent of both parties. However, 
on issues on which it is competent to adjudicate, the
Government consider themselves bound by the Tribunal's awards.
(1) cf. Royal Commission on the Civil Service (1953), Intro­
ductory Factual Memorandum on the Civil Service, submitted 
by H.k. Treasury^(ïlirso ÏÔ54) para. 8.
(2) From 1925 to 1936 claims were referred to the Industrial 
Court, which is still the competent body for industrial 
civil servants.
( 3) ^ C i v i l  Service 1953-55, Cmd.
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Kecrui bment: ; As a matter of national policy, all 
permanent civil servants are recruited by the Civil Service 
Commissioners. llie usual method of entry is by means of 
publicly-advertised open competitions, which may consist of 
a writ ten examination, an interview or both. Interviews alone 
are employed in recruiting most professional, scientific and 
other specialist personnel, but v/ritten tests - designed to 
correspond to various educational levels - are normally 
obligatory for the administrative, clerical, etc. classes.
There are also limited competitions reserved for defined 
categories of serving civil servants, while some staff are 
nominated for establisiiment by virtue of previous temporary 
employment. Civil servants hold their posts at the pleasure 
of the Crown, which in theory may dismiss them at pleasure; 
in practice, established officers enjoy a very high degree of 
security of tenure. All permanent staff undergo a period of 
probation; failure to pass this means termination of appointment.
Temporary employment; The Civil Service has always employed 
unestablished or temporary staff; 27.6 per cent o|‘^ yon-indus trial 
civil servants were in that category in April 1939. During
(1) Digest of Civil Service Staff Statistics. 1 .1.49 - 1.1.50, 
opT cit. Table V . ‘^Unestablished^' and ^temporary^'" are' here
used synonymously. In fact, there is a small group of
"permanent unestablished" officers not established for 
health reasons; in Civil Service statistics these are 
included with established staff.
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the war all noimal recruitment ceased and large numbers of
additional workers were tali en on; in April 1945 temporary
personnel constituted 71.7 per cent of the non-Industrial
(1 )
Civil Service. In view of the extended demand for manpower
after the war, it became clear that many of these "temporaries"
had come to stay, and in 1947 the then novel principle was laid
down that "temporary fringes ought not, in general, to be used
for any other purpose than to meet the requirements of
(2 )
temporary work". Accordingly, many temporary officers have
been given the opportunity to compete for establishment,
though on 1st January 1951 they still numbered 236,874 or 35.1
(3)
per cent of the non-industrial strength of the Service.
Moreover, the proportion of unestablished staff varies widely •
from 12 per cent in the administrative class to 74 per cent for
clerical assistants; the proportion in the technical and
( 4 )
messengerial grades is also high.
The general principle of remunerating temporary officers
has been that grades corresponding to the rank of higher
executive officer, assistant principal and above should have
ranges of pay identical in limit with the scale of their
permanent counterpart, and that in any case pay should be
(1) ibid.
(2) cf. Estacode (official handbook of Civil Service staff 
regulations) B b 13.
(3) Digest of Civil Service Staff Statistics, 1.1.50 - 1.1.51, 
Table V. The proportion of unestablisned sb'aTf^as since 
fallen further.
(4) ibid. Table VIII.
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equated with that of permanent staff of "equivalent calibre
(1 )
and experience". In practice, there has been broad equality 
of treatment in almost all cases, the chief exception being the 
clerical classes. "Temporary" salaries, in so far as they 
differ from permanent scales, will be referred to again, but 
not set out in detail.
The war bonus ; Salaries for the main Civil Service classes
will now be described for the post-war period. During 1939-45
no increases as such were granted, but in the light of the
rapid rise in prices and wages, an agreement was reached in 1940
for the payment of a bonus to all civil servants at the lower
levels of remuneration; both its amount and scope were adjusted
(2)
from time to time. In November 1945 the bonus was put on a
(3)
permanent footing by merging it with basic pay - in the shape 
of a "consolidation addition" accruing to all with basic 
remuneration of up to £1,500 per annum. The additions, ranging 
from £78 to £120, were however more favourable than the war bonus 
had been.
The consolidation additions account for the irregularity 
of many of the 1946 salary scales shorn on the tables in the 
following pages. A tidying operation - producing consolidated
(1) Estacode C a 1.
(2) For details see Introductory Factual Memorandum  ^ op. cit. 
paras. 150-2.
(3) See V/hitley Bulletin (organ of the Staff Side of the Civil 
Service National Jiiitiey Council) (January 1946).
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scales with standardised increments - took place in most
fields with effect from 1st January 1947. These new rates,
it was expressly agreed, "do not in any way purport to revalue
any of the grades and are without prejudice to any salary claims
(1)
proper, current or pending".
It was stated earlier that Civil Service salaries may be
the outcome both of all-Service negotiation or of individual
associations bargaining separately with the Treasury. In
general, the National Whitley Council is used for dealing with
questions affecting all civil servants - such as hours and
leave - whereas individual associations are the medium for
settling matters concerning a particular class or grade.
However, whether a claim is handled by one method or the other
also depends on the general economic conditions obtaining at
the time. Thus central negotiation was the rule during the
war, but the period 1946-51 witnessed a reversion to sectional
bargaining, though this was followed again by a dose of all-
(2 )
Service negotiation in 1952. We will no’w have to divide our 
story and review separately the fortunes of some of the main 
classes of the Service.
(1) See Whitley Bulletin (January 1947) p. 8.
(2) See post.
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The Administrative Glass
This - a small group - has been called the officer class 
of the Service. Its duties were defined in the 1920 Report 
of the Civil Service National V/hitley Council Reorganisation 
Committee as
" those concerned v/ith the formation of policy, with 
the co-ordination and improvement of government 
machinery, and with the general administration and 
control of the Departments of the Public Service "
U)
and this is still the official definition. prior to 1919 
there was no uniform system of grading or remuneration; the 
present hierarchy is as follows;
Administrative class Established st
as at I.T.TOBIT^
Assistant principal 295
Principal 1,294
Assistant secretary 722
principal assistant s e c r e t a r y ( 3 )  12
Under secretary 213
Deputy secretary 70
Permanent secretary 33
Permanent secretary to the.Treasury 1
Others 59
2,699
( 1 ) Report of the Joint Committee on the Organisation etc. of 
the Civil Service, op. cit. para. 43 and Estacode B k 21.
(2) Data supplied by Civil Service Central Staff Record.
There were an additional 357 unestablished officers, 
making up the total of 3,056 given for the class (Home 
Civil Service) on p. 4.
(3) The grade is now obsolescent.
— 14. —
A permanent secretary is the official head of one of the
major departments - some heads of smaller departments are
graded as deputy secretary - and is responsible to the Minister
concerned for all its activities; the permanent secretary to
(1)
the Treasury is the head of the v/hole (Home) Civil Service.
Under secretary posts are restricted to those advising
departmental heads and Ministers on major questions of policy
and co-ordinating very large blocks of work, v/hile an
assistant secretary is usually in charge of a division, with
a number of principals or senior executive staff working under
him. The assistant principal is essentially a training grade;
(2)
it has no formal level of responsibility assigned to it.
Apart from a number of special post-war recruitment schemes,
there are three main methods of entering the administrative
class. Methods I and II are by means of open competitions,
taken between the ages of 20& and 24. The former consists
mainly of a written examination of university honours degree
standard, the chief emphasis being on academic qualifications.
Candidates for Method II must have at least a second class 
honours degree; they undergo various tests, the main emphasis
here being on personal qualities. The third v/ay of entering
the class is by passing a limited competition reserved for
(1) In July 1956 it was announced that two joint permanent 
secretaries to the Treasury were to be appointed, one of 
whom will be the official head of the Home Civil Service.
(2) cf. Estacode B k 21.
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serving civil servants; one-fifth of assistant principal 
vacancies is allocated to serving officers in this way.
An assistant principal, subject to completing his 
probation successfully, is normally oromoted to the rank of
U )
principal v/ithin seven years' service - a great improvement
over pre-v/ar days. The "career grade", i.e. that which an
entrant of average ability directly recruited to the class
can expect to reach, is the assistant secretary; in recent
years eight out of every nine principals have advanced this 
(2)
far. On the whole, promotion prospects for the class seem 
very satisfactory - far more so than on the professional side 
of the Service.
Salaries for the administrative grades from 1946 onwards 
are set out on Table 1. They refer to men in the London area, 
the rates for women and in the provinces being lower. These 
two points are dealt with more fully later on.
TABLE 1
(1) ibid.
(2) of. Civil Service Arbitration Tribunal Award No. 142 (HÎ.ISO
1951) para. 2, Report of the (Chorley) Committee on Higher 
Civil Service Remuneration, Cmb". 7655 (HliSO 19401 panaT '3/ 
and Posts in the Civil Service for University Graduates, 
op. cit. p. 5.
Table 1
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CIVIL SERVICE
A d m i n i s t r a t i v e  C l a s s  
(Men, London)
S aL 1 a r y 3 c il i e  a s  i' r 0 m
I.I.I9U6
£ p.a. 1
.-......1
£ p. a.
1 .1.19li8 1
£ p.a. I
1.10.1950*
£ p.a.
Assistant
principal
353- 715 360x25- lllO 
x30- 720
(1)
UOOx25- ll5o
x30- 750
Principal 892-1,220 900x30-1,080
x 35-1,220
950x30-1,100
x35-i,25o
l,000xU0-l,200,
x5o-i,375®
Assistant
secretary
1,320x50-1,620
x20-l,700
1,320x50-1,700 1,500x75-1,800
xlOO-2,000
Under
secretary 2,000
(3)
2,500
Deputy
secretary 2,500
(3)
3,250
Permanent (L) 
secretary 3,500
(3)
U,5oo
Permanent 
secretary 
to Treasury 3,750
(3)
5,000
(1 ) A special £50 increase is granted (except to temporary staff) after 2 
years' service (or on completion of probation, if later).
(2) Operative from 1.8.1950.
(3) Tliis figure represents the full Chorley increase. Those •with less than 
3 years' service on 1.10.1950 did not receive this amount in full until
1.10.1951.
(I4.) The figures do not refer to the heads of minor departments.
5£ All salaries have been further re-vised since; in the case of assistant 
secretary and below, as from 1.1.1952.
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There is no overlap between the various grades in the
administrative structure; the "juirip" betv/een the assistant
principal and principal is in practice even greater than that
indicated on the table, as assistant principals are normally
promoted well before they reach their maximum, A number of
staff in the two bottom grades act as private secretaries to
Ministers or heads of departments, for which the standard
allowance ranges from £100 to £225; the addition is paid in
recognition of the extra responsibility and the long and
(1)
irregular hours involved.
The first column of Table 1 shows administrative salaries
as announced in a Government White Paper issued in Seotember 
(2 )
1945, plus the appropriate consolidation additions agreed 
subsequently. This VTnite Paper effected a certain measure of 
reorganisation as between the different administrative tiers by 
abolishing the principal assistant secretary grade and a
(3)
consequent devolution of function to assistant secretaries.
The latter were therefore granted a special rise over and above 
the consolidation addition. As far as permanent secretaries 
are concerned, the post-war adjustment merely restored the rate
of pay granted them in 1920 and cut during the 1921 recession.
(1) There were some 150 officers occupying such positions in the 
middle of 1955. The allowances now range from £100 - £250.
(2) Cmd. 6680.
(3) See T.C. 20/45, Whitley Bulletin (Oct. 1945).
-  1 8  -
while for deputy secretaries, likev/ise, the 1946 figure
represented bhe first improvement since 1919. This fact will
help to put in perspective the substantial increases
recommended by the Committee on Higher Civil Service
(1 )
Remuneration - the Chorley Committee.
The 1947 revision had been no more than a tidying process,
and in March of that year a claim for improved salaries for all
administrative grades was presented to the Treasury and
(2 )
promised careful consideration. In the following February
the Government announced their decision to appoint an
independent Committee, under the chairmanship of Lord Chorley,
"to advise Ministers as to the general level of remuneration of
the higher posts of the Civil Service - administrative,
professional, scientific and technical - and on any particular
(3)
principles involved". The Committee interpreted their terms 
of reference as covering primarily the grades of under 
secretary and above in the administrative class, as well as 
comparable categories in other sectors of the Service.
In making their recommendations the Chorley Committee 
gave three grounds for proposing eniianced pay for higher civil
(1) Cmd. 7635, op. cit.
(2) See Civil Service Arbitration Tribunal Award No. 118 (H&iSO 
1950) para. 4 for grounds of claim etc.
(3) Cmd. 7635, op. cit. para. 1.
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(1)
servants. The first was that this had been allowed to fall 
behind during the inter-war years. Secondly, say the 
Committee, "it seems to us Indubitable that there is ground 
for improvement by comparison with salaries recently 
established In a number of Government sponsored employments, 
where the nature of the ernployment is so similar that the 
difference in salary scale is difficult to justify". These 
employments - citing specialists in the National Health Service 
and the members and staffs of the boards of the newly 
nationalised industries - were also of a public nature. The 
third main ground for recommending an increase was the higher 
cost of living. In making their proposals the Committee laid 
stress on the additional responsibilities now falling to 
administrative staffs.
The recommendations of the Chorley Committee were
accepted by the Government in February 1949, subject to a
measure of deferment in view of the country's economic
difficulties. The scales were to be implemented over a period
of two years starting in 1949, but follov/ing the devaluation
of the pound, a postponement was announced by the Chancellor 
of the Exchequer a mere five days before the first instalment
(1) ibid. paras. 21-25.
-  2 0  -
v;as due. The Cnorley increases finally became operative for
superannuation purposes in October 1949, operative in full as
from October 1951, while as from October 1950 an instalment
(1)
oecame payable, depending on length of service. As a result 
of the Report, revised rates of pay were also authorised for 
senior scientific and professional staffs with salaries (or 
maxima) of over £1,400.
Principals and assistant principals v/ere below the level
considered by the Chorley Committee, but certain adjustments
of their pay had been made effective from January 1948,
follov/ing increases granted shortly before to certain grades
in the executive class. However, the Association of First
Division Civil Servants - the staff association concerned -
regarded the 1948 agreement as "interim", and had reserved the
right to pursue their original (1947) claim in the light of the
(2 )
Chorley findings. Yfnen the latter had reported, there were
further protracted negotiations and two references to the Civil
(3)
Service Arbitration Tribunal. Eventually, new rates were
(1) The net effect of the detailed assimilation provisions was 
that all grades above assistant secretary with three or 
more years’ service received the full Chorley figure as 
from October 1950; the new assistant secretary scale (laid 
down in the second Chorley Report) took effect from that 
date in all cases.
(2) T.C. 15/48 (Memorandum of Agreement between Treasury and 
First Division Civil Servants).
(3) Award No. 118 (principals and assistant principals) op. cit.
and No. 142 (assistant principals) op. cit.
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agreed for principals operative from August 1950, but the
junior grade v/as left in the cold, no improvement of the
1943 scale being conceded until 1952, when the great majority
of civil servants qualified for the general all-Service "pay
(1)
addition". Salaries for principals were further revised by
(2 )
an award of the Arbitration Tribunal and for the bottom grade 
by agreement - operative in both cases from 1st January 1953.
The Royal (Priestley) Commission of 1953-5 stated inter alia
that there v/as no class in the outside v/orld which corresponded
v/ith the administrative. However, a careful study of the level
of remuneration for middle-range managerial work in industry and
commerce - including the nationalised industries - and of that
of staffs of broadly comparable status in the local authority
and university world, should enable an approximate estimate to
(3)
be made of the range within which salaries should lie. As
(4)
regards the higher Civil Service, the Commission agreed with 
their association and official witnesses that the current level 
of remuneration was too low; taking all the various factors into^ 
account, they were satisfied that there was a case for an
(1) See post.
(2) No. 237 (HMSG 1953).
(3) Priestley Report, op. cit. para. 420.
(4) Defined as those whose maximum exceeded that of the 
principal.
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(1)
increase. The actual salaries (men, nondon) proposed ranged
from £7,000 for the permanent secretary to the Treasury,
£G,000 for other permanent secretaries, £2,000-£2,600 for
assistant secretaries to £575-£l,000 a year for assistant
(2)
principals.
The Executive Class
This class - the former second division clerks - is 
broadly intermediate between the administrative and clerical 
classes; while the former are meant to initiate policy, the 
executive class is to carry it out. The 1920 Reorganisation 
Committee assigned to it
" the higlier work of Supply and Accounting Departments,
and of other executive or specialised branches of the , \ 
Civil Service.
V/hile before the war the executive class was mostly
confined to specialised branches, it has since been agreed that
its use should be extended to sectors formerly staffed 
exclusively on a clerico-administrative basis. Executive
(1) Report, op. cit. paras. 364-7.
(2) ibid. para. 421. The Commission recommended the appoint­
ment of a standing advisory committee, to exercise a general 
oversight of higher Civil Service remuneration.
(3) Report of Joint Committee on the Organisation etc. of the 
Civil Service, op. cit.
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grades continue, nowevei*, to do the main body of Government
(1)
accüunclng. The class is not organised on an identical 
pattern throughout the Service; v/hile the majority are in the 
general class, a substantial number still have a departmental 
set-up, among them actuarial assistants, immigration officers 
and assistant examiners in the Estate Duty Office (Inland 
Revenue). Their rates of pay are broadly similar to the 
ordinary executive scales, but where special qualifications 
have to be acquired after entry - such as fellowship of the 
Institute of Actuaries or a university degree - higher salaries 
are paid. V/e shall here deal only with the general class.
General executive class Established st^ff
as at Ï.1.1951
Executive officer 21,639
Higher executive officer 9,267
Senior executive officer 2,826
Chief executive officer 743
Senior chief executive officer 268
principal executive officer 134
Head of major establishment 32
Others 284
55.195
(3)
There is no very clear definition of executive duties.
(1) Professional accountancy qualifications are not required.
(2) Data supplied by Civil Service Central Staff Record.
There were a further 6,036 unestablished officers, making 
up the total of 41,229 shown on p. 4.
(3) cf. Estacode B k 22.
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The heads of major establishments include posts such as the 
Director of the Post Office Savings Bank, accountants-general 
in a number of major departments, as well as directors of 
contracts in the Ministries of Supply and Works. Principal 
and senior chief executive officers are mainly employed in 
specialist branches. Chief and senior executive officers 
may be found within the pyramid of an accounting or financial 
structure or in administrative divisions under assistant 
secretaries; their duties are in many cases of the same broad 
level of responsibility as that of principals. They are also 
employed as office managers. The basic grade is used inter 
alia for the majority of posts formerly held by higher clerical 
officers.
(1)
The executive class is nov/ recruited by six methods.
The first - the typical, if no longer the most important - is 
by open competition for those aged 17-g-19; it consists of an 
examination in academic subjects at the Advanced level of the 
General Certificate of Education. Next, there are open 
competitions for those who have completed their National 
Service, for university graduates and for ex-Regular service­
men, and there are limited competitions for established 
clerical staff aged 21-28. Finally, there is promotion by
(1) For details see Report of K.M. Civil Service Coimiissloners 
for period 1.1.1941 to 31.3.1949 (HKSO 1950) pp. 13-15 and 
Priestley Report, op. cit. paras. 430-1.
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departmental selection of clerical officers over 28. In 1954 
61.1 per cent of all basic-grade vacancies (general and 
departmental) were filled by promotion, 12.4 per cent by 
limited competition and 18.6 per cent by young people taking 
open competitions.
(2)
The principal executive officer is generally considered as
the highest in the class; the few posts above this rank are
deemed to be in a special category. The career grade, however,
lies much lower down the pyramid: the senior executive officer
may be regarded as such. Not all reach even this level; older
promotees may be unable to advance beyond the basic grade.
On the whole, promotion prospects have varied widely in the past,
especially for basic grade personnel; during 1951, therefore,
arrangements were made for a proportion of higher and senior
executive officer vacancies to be reserved for those with at
(3)
least five years’ service in the grade below. There are also 
various opportunities for advancement to administrative grades.
TABLE 2
(1) Priestley Report, op. cit. para. 431.
(2) Formerly variously known as deputy accountant-general, 
deputy director of contracts, etc.
(3) See E.G. 57/50, "Treasury pool Board", Whitley Bulletin 
(Nov.-Dec. 1950).
Table 2
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CIVIL SERVICE 
E x e c u t i v e  C l a s s  
(Men, London)
S a l a r y S e a l e a s  f r o m
1.1.191*6 ]£  p.a. 1
i
1.1.191*7 1
£ pia. !
i.]ai9i*7 ■
£ p. a.
*
1.1.1951
£ p.a.
Executive
officer
1
i
205 - 6i5
I
5
210x20- 625 i
230x20- 290 
ic25- 390 
x20- 650
250x25- 1*75 
x20- 575 
x25- 700
Higher
executive
officer 61*0 - 71*0
S
650x25- 750 ; 675x25- 800 715x30- 865
Senior
executive
officer
790 - 965
f
800x25- 965 j 850x25-1,000 900x30- 990 
x1*0-1,075
Chief executive 
officer 1,005-1,157
1,000x30-1,090
x 35-1,160
1,000x30-1,090
x 35-1,200
1,100x1*0-1,220, . 
x50-1,325''^''
Senior chief 
executive 
officer(3) 1,157-1,320 1,160x35-1,320 1,200x35-1,350
(2)
1,325x50-1,1*75
Principal 
executive 
officer (Ij.) 1,320x50-1,6c
1
)0 1,350x50-1,600
1,500x 75-1,800
xlOO-1,900'51
(1) The miniiraim is linked to age 18 (until 30.9.19U7: 19), with age-pay 
up to 25.
(2) operative from 1. 9 .1950.
(3) formerly known as assistant accountant-general, assistant director 
of contracts, etc,
(U) formerly known a^deputy accountant-general, deputy director of
contracts, etc, \  ^ a-rC #. «-rvu^ on.
(5) operative from 1.10.1950
* These scales were increased as from 1.1.1952 and have been further
revised since. I
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Salaries for the general executive class are set out on
Table 2. The basic grade has a scale with "age-points" up to
25. The minimum is linked to 18, older entrants receiving
one increment for each year above that age. Recruits cannot,
however, commence above the 25-year point. The executive
officer scale is a very long one, but requests for its
(1 )
shortening have not been m e t .
The 1946 salaries were again merely "tidied" as from
January 1947, and in the course of that year the Society of
Civil Servants - who represent the executive grades - lodged a
comprehensive claim for an increase. The agreement concluded
provided for improved scales as from 1st October 1947, though
(2 )
these fell far short of the Society’s objectives. Despite 
various attempts to secure further revisions, no change took 
place for several years - in part because of the delays over 
the implementation of the Chorley recommendations which in­
directly covered the higher executive levels. Eventually - 
in the latter part of 1950 and early in 1951 - it proved
possible to agree on enhanced salaries, though these were again
(3)
a disappointment to the staff .
(1) See Civil Service Arbitration Tribunal Award No. 197 (HMSO
1952) and Priestley Report, op. cit. para. 463.
(2) Civil Service Arbitration Tribunal Award No. 231 (HMSO 195^ 
para. 4.
(3) ibid. and Introductory Factual Memorandum, op. cit. para. 
278.
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From January 1952 executive grades received the all-Service
pay addition, and further increases became payable on 1st
January 1953 - in the case of the three lower grades under an
(1)
award of the Civil Service Arbitration Tribunal. The
Society of Civil Servants then pointed out that, representing
as they did the middle grades of the Service, their claims were
generally deferred until such time as pay patterns had been
determined in the clerical and administrative spheres; the
position of the executive class in the salary strueture was
largely determined by settlements in other areas of the Service.
AS a result, and also on account of the persistent "tapering"
of such increases as had been granted, executive pay had
become depressed and serious disturbances of former relativities
(2)
had resulted.
More generally, in their evidence to the Royal (Priestley) 
Commission on the Civil Service, the Society contended that 
the opportunities open to school-leavers in a period of full 
employment were considerably greater than before the war, and 
that the pay and prospects offered by the executive class were 
less attractive than those in many outside occupations.
(1) Award No. 231, op. cit. For details of pay addition see 
post.
2) lüTcE. paras. 4 and 5.
3) Priestley Report, op. cit. para. 434.
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The Commission stated that this was a field where the
difficulties of making fair comparisons were greatest.
Although broadly comparable work was to be found, the grading
(1)
structure of the class had no parallel. Considerable 
account should therefore be taken of relativities with the 
administrative class.
The Commission were of the opinion that there should be
reasonable gaps between the various executive grades, but the
elaborate structure of the class made it difficult to provide for
this. "We cannot help wondering whether the v/ork of the class
really demands that there should be so many rungs in this
particular ladder, and whether some simplification of the
executive structure might not be in the best interests of the
Service". But this matter was outside their terms of
reference, and they had to put forward scales on the basis of
(2)
the existing hierarchy. Their proposals nonetheless amounted 
to a widening of differentials.
The salaries recommended by the Commission did not yield 
the percentage increases over 1939 which were shown in the out­
side material collected by the Society of Civil Servants and -
(1) ibid. para. 456. Even at the lowest level very few out­
side employers made the distinction between the clerical 
officer type of recruit and the direct entrant executive 
officer.
(2) ibid. para. 461.
-so­
on the latter’s behalf - by the Economist Intelligence Unit.
The Commission did not consider - as did the staff - that 
comparison with outside trends over a period was the right 
principle on which to adjust Civil Service salaries. If they 
had based their proposals for the class on the evidence of out­
side movements quoted, they would have had to put forward
(1)
scales much too high in relation to those then current outside.
'The Clerical Class
This is by far the largest of the general service classes ; 
it again owes its birth to the National Whitley Council Re­
organisation Committee of 1920. The latter had divided the 
administrative and clerical work of the Service into two main 
groups : "In one category may be placed all such work as either
is of a simple mechanical kind ...; in the other category, the
(2)
work which is concerned with the formation of policy ...".
To the clerical class they assigned the more complex duties 
falling under the first group.
Again, there is no uniform basis of organisation* 
headquarters the clerical class usually follows a general
(13 ibid. para. 467.
' of the Joint Committee on the Organisation etc. of
the Civil Service, op. cit. para. 16.
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service pattern, while in regional and local offices there
remains, in a number of cases, a special departmental set-up,
(1)
the main departmental clerical classes still in existence
being in the Inland Revenue (tax officers). Ministry of Labour
and Customs and Excise. Since the v/ar the pay of these
departmental grades has, however, more or less automatically
(2)
kept in line with that of the general class .
General clerical class Established st
as at 1.1.1951
Clerical officer 74,123
Higher clerical officer 3,297
Others 538
77,958
The top grade is confined to those whose work is purely 
or mainly supervisory; others on work of comparable responsib­
ility are now classed as executive officers. The clerical 
class used to have a staff officer and senior staff officer 
grade, but these have likewise been amalgamated with 
corresponding executive categories. The clerical structure 
has thus been greatly simplified in recent years; functionally
(1) During 1945-47 many of the pre-war departmental grades were 
absorbed into the general class.
(2) Introductory Factual Memorandum, op. cit. para. 360.
(3) Data supplied by Civil Service Central Staff Record. There 
were a further 36,020 temporary officers, making up the 
total of 113,978 (p. 4).
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speaking, the clerical assistant class forms its lowest tier.
There are at present five regular methods of entering the
general clerical grade. There are open competitions for those
aged 16 to 18, consisting of an examination in academic
subjects at the Ordinary level of the General Certificate of
Education. There are other competitions for those completing
National Service^ and for ex-Regular Service men, and there are
limited competitions for defined categories of Post Office
employees. Finally, there is promotion from belov/. In
addition to these regular methods, various experimental schemes
have been tried, while a further source of candidates in recent
years has been the establishment of temporary clerks and the
(1)
recruitment of men and women 40-60 years old. in 1954 30.8
per cent of vacancies (general and departmental clerical
classes) were filled by young people sitting the academic
examination at G.C.S. (Ordinary) level; fully 52.1 per cent
(2)
v/ere filled by promotees. Clerical officers can compete by
(3)
various means for entry to the executive and other classes.
TABLE 3
(1) Priestley Report, op. cit. paras. 478 and 480.
(2) ibid. para. 47Ô.
(3) Here again a "pool" was instituted in 1950 in order to 
reduce disparities in advancement opportunities.
Table 3
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CIVIL SERVICE
(1)
C l e r i c a l  C l a s s  
(Men, London)
S a l a r y  S c a l e  a s  f r o m
K
I.I0I9U6 I.I.I9U7 1.7.19Ü7 1.10.19$0
i p.a. £ p.a. £ p.a. £ p. a.
Clerical
officer
Age l6 116 12$ 1$0 1$0
17 121 12$ 1$0 170
18 1$2 1$2 170 190
19 17$ 17$ 190 210
20 193 208 210 230
21 223 22$ 230 2$0
22 238 238 2$0 270
23 2$0 2$0 270 290
2i| 262 262 28$ 310
2$ 27U 27I1 300 330
xl8 - 292  ^ ^ xl8 - 292, ^ (3) x20 - 3$0
xl2 - U28(2) xl2 - U3o (2) xl$ - U$0 xi$ - $oo(u)
Higher
clerical ($) (6)
officer U90 - 6l5 $00x20-62$ $2$x20-6$0 $70x2$-700
(1) This table does not cover departmental clerical grades,
(2) There is an efficiency bar at £328.
(3) There is an efficiency bar at £360.
(L) There is an efficiency bar at £39$.
(5) operative from 1.1C.19U7.
(6) operative from 1.1.19$1.
» These scales were increased as from 1.1.19$2 and have been further 
revised since.
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Like the basic executive grade, the clerical officer has 
an age-scale up to 25 years, but the minimum is here linked to 
IG. A recruit entering the class at that age now (1951/3) 
takes twenty years to reach his maximum. There is an 
efficiency bar midway through the scale; pay is not increased 
beyond the bar without a certificate of competency, though in 
practice this is rarely withheld.
The 194Ô figures shown on Table 3 represent the pre-war
salary plus the consolidation addition; the scales were rounded
as from January 1947. A nev/ pay agreement, operative from 1st
July of that year, gave the clerical officer increases at all
points as well as an improved maximum three years earlier in
his career. Higher clerical officers had their remuneration
revised on 1st October 1947 - at the same time as executive
(2)
officers, to whom they are closely linked in status.
In both June 1948 and October 1949 the Civil Service
Arbitration Tribunal rejected demands for higher pay for
(3)
clerical officers - in the latter instance partly on account 
of the country^ s economic troubles. By the end of 1950,
(1) In October 1952 the Civil Service Arbitration Tribunal
(Award No. 193) rejected a claim for the shortening of the
clerical officer scale.
(2) Since 1947 pay adjustments for higher clerical officers 
have automatically followed those for executive officers;
the maxima of the two scales are identical.
(3) Civil Service Arbitration Tribunal Award Nos. 95 (HMSO 1948)
and 113 (HMSO 1949).
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however, the wage-thaw had begun, and the staffs» spokesmen -
the Civil Service Clerical Association - resubmitted their
earlier claim. This thne the Tribunal proved accommodating,
granting increases - operative from October 1950 - of some ten
(1)
to eleven per cent. From 1st January 1952 the class
received the all-Service pay addition; subsequently the
Arbitration Tribunal awarded a consolidated scale, effective
(2)
from the beginning of 1953.
The Clerical Assistant Class
This class consists simply of the established clerical
assistant grade, though much analogous work is performed by the
parallel - and numerically larger - category of temporary clerk
grade III. There were 19,122 of the former and 52,901 of the
(3)
latter at the beginning of 1951, making up the total of 72,023 
shown on page 4.
The grade received its present name in 1936, when certain
routine functions formerly carried out by clerical officers 
were devolved to clerical assistants. Current duties may be
(1) Civil Service Arbitration Tribunal Award No. 133 (HIVISO 1950)
(2) Civil Service Arbitration Tribunal Award No. 222 (HMSO 1953),
(3) Digest of Civil Service Staff Statistics 1.1.1950 - 1.1.1951,
Table VIII. Temporary clerks grade III used to fee
considered part or the clerical assistant class, but the
latter is now deemed to consist only of the established
grade. The proportion of established staff is now
considerably higher.
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sumiriarised as routine clerical up to and including the
preparation and scrutiny of straightforv/ard documents and
records, simple aritlimetical calculations and correspondence
(1)
oi the stock letter type, the higher ranges of clerical 
assistant duties overlapping with lower clerical officer work. 
The class now has a one-grade structure, though until 1946 
there existed clerical assistant grades I and II, the latter 
being confined to departments v/ith a large volume of low- 
grade machine work •
Recruitment used to be confined to girls aged 15-16; it
is now by two main methods. The first is by simple tests
"in common sense, accuracy and arithmetic", and is restricted
to women aged 15 to 20. However, a large number of vacancies
in recent years has been filled by the establishment of
temporary clerks - men and women aged 40 to 60 - and registered
disabled persons under 45. The class is therefore now also
(2)
open to men, "permanent" scales for them being laid down for 
the first time as from January 1951. The analogous grade of 
temporary clerk grade III had always been open to both sexes.
TABLE 4
(1) Eatacode B k 23.1.
(2) By 1.7.1953 the class consisted of 11,138 men and 17,320 
women.
Table k
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CIVIL SERVICE 
C l e r i c a l  A s s i s t a n t  C l a s s
(London)
S a l a r y  S c a l e  a s f r o m
1.1.19U6 1.Î.19U?
Women
1.10.19$cT 1.1.19$1
Ifen(I)
M E s. p.w. s. p.w. s. p.w. S. p.w.
1$ — — - - $2/0 - -
16 U7/6 $0/0 $$/e $$/o
17 $0/6 $7/0 6 ]/0 61/0
18 $7/0 63/0 69/0 69/0
19 63/6 66/0 7U/0 77/0
20 68/6 71/0 79/0 86/0
21 72/0 ?it/0 82/0 9li/0
22 7$/0 77/0 8$/0 99/0
23 78/0 80/0 88/0 ioU/0
2k 81/0 83/0 91/0 109/0
2$ 8U/0 86/0 9I1/O llll/o
87/0 90/0 98/0 118/0
90/0 9 V0 102/0 122/0
93/0 98/0 106/0 126/0
96/0 102/0 110/0 130/0
99/0 llU/0
116/0
______ ,
13U/0 
138/0 
1U2/0 
, lU$/0 ;
(1) There were no men in the class until 19$1
* The scales were increased as from 1.1.19$2 and have been further 
revised since.
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Temporary clerks; Much of the clerical work of the
Service used to be performed by temporary officers, the
temporary clerical structure providing for clerk grades III, II
and Ij with the majority in the two lower grades. A temporary
clerk grade III corresponds to the clerical assistant, while
II and I cover between them the higher ranges of clerical
officer work, plus some duties intermediate between those of
clerical and higher clerical officer. Until recently,
temporaries had in all cases lower scales and less favourable
service conditions than their permanent counterparts, but a
claim for "equal pay" was rejected by the Civil Service
(1)
Arbitration Tribunal in 1949. The Priestley Commission,
(2)
however, came out in favour of "parity". Meanwhile, a
substantial number of temporary clerks have been absorbed
(3)
into the permanent Civil Service.
The Typin;': Grades
The class consists of various levels of copy and shorthand- 
typists; there are also a number of supervisory grades, though 
technically these belong to the clerical classes. Age limits
(1) Award No. 114.
(2) Subject to temporaries not being able to advance beyond 
certain points of the scale, unless certified as competent 
to perform the full range of duties.
(3) By the middle of 1955 temporary clerks numbered 36,589.
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for permanent posts are 15-60, though recruitment is in the
(1)
first place on a temporary basis. A handful only of men are
(2 ) 
employed.
Typing grades Established st
as at 1.1.1951^
Typists 10,106
Shorthand-typists 8,211
Superintendents and above 900
Others 34
19,251
AS a rule, typing grades in the Civil Service are used 
exclusively on shorthand and typing, and not on clerical and 
secretarial work as well. Grading depends primarily on 
speed. The technical standards demanded are a shorthand speed 
of 100 and a typing speed of 40 words per minute for the 
qualified grades, i.e. shorthand/copy-typists grade I, of whom 
a high standard of accuracy is expected. Trainees - now known 
as shorthand/copy-typists grade II - must have speeds of 80 
and 30 words per minute; there is also a handful of learner
typists. The great majority of staff are in grade I. Though 
there are various opportunities for promotion to the clerical 
classes, the majority do not achieve advancement beyond the 
typing world.
(1) qualifying examinations enabling staff to become permanent 
are conducted by the Civil Service Commission.
(2) The number of established posts held by men on 1.7.1953 
was 204.
the total of 30,527 (p. ^
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TABLE 5
Salaries for qualified (grade I) staff are shown on Table
(1 )
5. 'They refer to women, and axe not therefore comparable 
with other Civil Service scales, except those for female 
clerical assistants on Table 4. The rate for trainees was 
fixed, as from October 1950, at 62s. per week at age 15, 
rising to a maximum of 121s; for trainee copy typists the 
scale laid down was 54s-107s. Learner typists were then 
given a salary of from 50s. (age 15) to 97s. a week. A 
number of revisions have been granted since.
(2)
Proficiency allowances are payable over and above the 
basic scales. In November 1950 these were fixed at lOs. 
weekly for a first-class and 5s. for a second-class typing 
pass, while the shorthand allowance (120 words per minute) 
then laid down was 7s.6d. These amounts have since been 
raised to 12s.6d, 6s.6d. and 9s. respectively. The additions 
may be held concurrently; a shorthand-typist i.e. can increase 
her basic pay by up to 21s.6d. a week, though this is rare.
The approximate number of established staff holding a 
proficiency allowance at the end of 1950 was 3,000 shorthand-
(1) Scales for men exist, but are not shown in view of the 
small numbers employed.
(2) There are other allov/ances for staff employed on dictating 
machines, varityper or stenotyping work.
Table $
— i l l  -
CIVIL SERVICE
T y p i n g  G r a d e s  
(Women, London)
(1)
Shorthand-T^rpist
(1)
T*ypist
balary Sbâië as fÿom Salary Scale as from I
All
1.1.19U6 1.7.19U7 ‘ i.io.i9$cT I.I.I9U6 1.7.19li7 1.10.19$0
s. p.w. S. p.w. S. p.w. Age s. p.w. S. p.w. S. p.w.
$7/0 6$/o 1$ $2/0 $7/0
$6/0 60/0 68/0 16 $2/0 $$/0 60/0
$9/0 66/0 76/0 17 $$/o 61/0 67/0
66/0 76/0 8ii/0 18 61/0 66/0 7$/0
7U/0 80/0 88/0 19 66/6 71/0 78/0
79/6 81i/0 92/0 20 69/6 73/6 8 ]/0
8U/0 88/0 98/0 21 73/0 76/0 8U/0
87/0 92/0 102/0 22 7$/0 78/6 87/0
90/0 96/0 106/0 23 78/0 81/0 90/0
93/0 100/0 110/0 2h 81/0 83/6 93/0
■96/0 lok/o iiL/0 2$ 81/0 86/0 96/0
99/0 108/0 118/0 87/0 90/0 100/0
102/0 112/0 122/0 90/0 9U/0 . ioU/0
10$/0 116/0 126/0 93/0 98/0 108/0
108/0 130/0 96/0
99/0
102/0 112/0
u$/o
(i.e. grade l) staff, 
text.
For(1) The scale shown is that for qualified 
additional proficiency allowances see
K These scales were increased as from 1.1.19$2 and have been further 
revised since.
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(1)
typists and 1,800 typists.
The arrangements for the supervising of typing staff were 
revised in July 1950, when two grades - senior and senior chief 
superintendent - were abolished. As shown below, higher 
typing personnel are graded and paid by reference to the 
number of juniors in their charge; the highest post - that of 
controller - is the senior officer in centralised departments 
where very large numbers of typists are employed.
Grade
Supervisor
Number of 
staff supervised
(3)
Superintendent
4 - 8  
9 - 1 4
Chief superintendent 80 or more
Controller of typists 400 or plus
Salary
Normal scale plus/^\ 
allowance of lOe.
Clerical officer seal 
plus allowance of £40 ?4)
Higher clerical officer 
scale
Higher executive officer 
scale
There is a pool of verbatim shorthand writers who have a 
separate pattern of salary scales.
(1) Treasury Statement of Case to Civil Service Arbitration 
Tribunal ("Revised Pay for Shorthand-Typists", etc.) issued 
by Civil Service Clerical Association (Dec. 1950) p. 47.
(2) The allowance is now higher, but was only 8s. prior to 
1.11.1948.
(3) Superintendents in charge of typing training schools receive 
an additional allowance, as do those in charge of 15-24 
staff.
(4) The allowance was increased as from 1.1.1952. It was only 
£20 before 1.7.1950, while no allowance was payable prior 
to 1.10.1948.
- 43 -
Remuneration in the typing world has for many years been 
reviewed immediately after that of clerical officers. During 
and after the 1939-45 war, however, there was an acute shortage 
of typists, and one of the measures adopted to aid recruitment 
was to grant the typing grades pay increases relatively larger 
than those ^iven to the clerical classes. As a result, v/hile 
the clerical officer maximum had, by 1953, increased by only 
64 per cent over the 1939 level, those of shorthand- and cooy-
(i)
typists had gone up by 100 and 122 per cent, respectively.
The machine operating class was created in 1943 and is
employed where blocks of staff are primarily engaged on the
(2)
operation of calculating, punched card and similar macnines.
It is composed of machine assistants, machine operators and 
senior machine operators; pay is related to the clerical 
structure. Senior machine operators receive the clerical 
officer scale above the efficiency bar point, machine operators 
the qualified shorthand-typist (grade I) rate, while machine 
assistants are paid the same as clerical assistants. There 
are also some duplicating operator grades who comprise less 
than 1,000 staff; the majority are employed in H.M. Stationery 
Office.
(1) Introductory Factual Memorandum, op. cit. paras. 396-400. 
At other points of the scale the position is not as 
unfavourable to the clerical officer.
(2) Numbers in the class (established) at 1.7.1953 were 251 
men and 3,514 women.
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Professional, Scientific and Technical Classes
Until 1946 each department was a law unto itself as far as
its professional, scientific and technical staff was concerned,
there being a very large number of departmental grades, with
different salary scales, standards of qualification and methods
of recruitment. A thoroughgoing reorganisation took place at
the end of the second world war, which has been considered
comparable to that of 1920 on the clerico-administrative side.
It involved the introduction of general service and linked
departmental classes over a v/ide area, replacing what is freely
(1)
admitted to have been pre-war departmental chaos. Depart­
mental grades as a species are not, however, extinct, nor has
(2)
the process of rationalisation gone equally far everywhere.
The basis of professional organisation in the Civil
(3)
Service is a high standard of professional qualification and 
individual ability. Prior outside experience is usually 
required though there are exceptions ; scientific officers
and statisticians, for instance, may enter straight after 
graduating. Medical staff, on the other hand, are normally 
recruited in their late thirties. We shall now/ deal in some
(1) cf. Pinal Report of Committee on Structure of the Post-War 
Civil Service, Wiitley Bulletin (June 1949).
(2) See e.g. Cmd. VFSb’, op. cit. para. 36, where the Chorley 
Committee commend the degree of inter-departmental integra­
tion achieved in the scientific field.
(3) Recruits are generally expected to be associates of their
relevant professional body or else able to achieve member- 
ship with-;n a short period. __________________
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detail with the legal class, the scientific Civil Service 
and the technical classes - a cross-section, as it were, of 
this branch of the Service.
The Legal Class
At one time the salaries of Civil Service lav/yers were
paid out of lump sum allowances granted to the chief legal
(2)
officer in each department, but this system was abolished after 
the first world war, when standard salary scales were intro­
duced. During the second war a Committee under the chairman­
ship of Sir Alan Barlow enquired into remuneration and allied 
matters. The Barlow Report, issued in March 1944, stressed 
the serious deficiency of capable men in the legal Civil Service 
- a situation that could not, in the Committee »s opinion, be
(3)
remedied under the then service conditions and rates of pay.
(1) Since writing the above, three official Committees have 
reported on professional civil servants, viz. The Committee 
on the Organisation, Structure and Remuneration of the 
V/orks Group of Professional Civil Servants (HMSO 1951); the 
Committee on the pay and Organisation of Civil Service Medical 
Staffs (HMSO 1951); and the Committee on the Organisation, 
Structure and Remuneration of the professional Accountant 
Class in the Civil Service (HMSO 1952), For details of the 
"works group", medical officer and draughtsmen classes see 
also Priestley Report, op. cit. Chap. XIII.
(2) cf. Civil Service Arbicration Tribunal Award No. 135 (Hl'ISO
1950) p. 2.
(3) Report of (Barlow) Committee on Legal Departments of the 
Civil Service THïvISO 1944) para. 9.
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In September 1945 a reorganisation was announced, embodying 
many of the Barlow recommendations.
The legal class is confined to barristers and solicitors,
and is employed both in predominantly legal departments and
in the legal sections of general Government departments. In
some respects their duties involve activities similar to those
in private practice - advocacy before the courts, conveyancing
and so on; in others they are peculiar to Government service,
(1)
e.g. the drafting of statutory instruments. The Barlow
Committee had recommended an increased use of non-professional
staff for v/ork analogous to that of managing clerks in private
practice, for which purpose they proposed the creation of
special quasi-legal grades. However, the Treasury did not
(2 )
accept this suggestion. The legal pyramid, with numbers as 
at 1st January 1951, is shown below;
(1) Royal Commission on the Civil Service (1953), Supplement to 
Introductory Factual Memorandum on the Civil Service (Medic­
al and Legal Staff s )“ (HMSO 1954)~ para. 3.
(2) Barlow Report, op. cit. paras. 46-53 and T.C. 22/45,
VJhltley Bulletin ( January 1946 ).
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Legal class Established staff
as at 1.1.'Ï9'51('4')
Legal assistant 227
Senior legal assistant 227
Assistant solicitor 81
Principal assistant solicitor 10
Solicitor/legal adviser 28
Director of Public Prosecutions;
Public Trustee 2
HJvl. Pro cur a tor-General and
Treasury Solicitor __1
576
Legal establishments - insofar as they are organised on a 
general service pattern - are usually headed by a solicitor 
or legal adviser; the Treasury Solicitor is the head of the 
whole legal Civil Service and acts for those departments not 
having a legal adviser of their own. Again, there are 
departmental variants such as the different levels of 
parliamentary counsel, and there are also a number of senior 
posts> whose salary is not precisely assimilated to any of 
those shown on Table 6 below. The Chief Registrar of Friendly 
Societies and the Chief Charity Commissioner are among this 
category.
Recruitment is almost exclusively at the legal assistant 
level; candidates must be not less than 26 and not more than
(1) Data supplied by Civil Service Central Staff Record. 'The 
number of temporary officers as at 1.1,1951 was not avail­
able at the time of writing. On 1,4,1954 the class con­
sisted of 528 established and 60 temporary staff.
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40 years old. The minimum of the basic grade is linked to
26, v/ith a higher starting rate for older entrants; a special
increase is granted on confirmation of appointment. As
regards promotion prospects, the senior legal assistant is the
(1)
normal career grade, though the assistant secretary - one rung 
further up the ladder - is the usual career expectation in the 
administrative world,
TABLE 6
The salaries announced in 1945 became operative on 1st
January 1946 and were not again revised - apart from being
"tidied" - until the end of 1950. Though an attempt had been
made in 1949 to secure for senior legal assistants an increase
comparable to that given to principals (administrative) in 
(2)
1948, this was not granted oy the Treasury, The 1950 scales
for legal and senior legal assistants were the result of a
(3)
Civil Service Arbitration award; those for the higher grades 
v/ere adjusted as a result of the Chorley recommendations.
As from 1st January 1952, those on salaries not exceeding 
£1,500 received the all-Service pay addition,
(1) Barlow Report, op. cit, para, 34, Statement of Case of
Civi1 Service Legal Society to Civil Service Arbitration 
Tribunal (December 1950) p, 10, and Civil Service 
Arbitration Tribunal Award No. 135, op. cit. para. 16,
(2) Civil Service Arbitration Tribunal Award No. 135, op. cit, 
para. 8,
(3) No. 135. Following a further reference to arbitration in 
1953 (Award No. 219) the salary scale of legal assistants 
was slightly adjusted with retrospective effect from
1,1.1951.
Table 6
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CIVIL SERVICE 
L e g a l  C l a s s  
(î-fen, London)
Legal assistant 
During probation
On confirmation 
of appointment^
Senior legal 
assistant
Assistant
solicitor
Principal
assistant solicitor
Solicitor/legal
adviser
Director of Public 
Prosecutions;
Public Trustee
fr~ociLr».fcr
Treasury Solicitor
S a l a r y  S c a l e  a s f r o m
K
1.1.19^6 1.1.19li7 1.10.19$0
£ p.a. £ p. a. £ p. a.
lj.90 at age 26 $00 at age 26 600 at age 26
plus £2$ for
each year above plus £2$ for each year above 26
26, subject to subject to an upper limit of £700
an upper limit
of £690
(2)
790 - 9$$ 800 X 2$ - 9$0 800 X 30 - 1,070
1,000 X 30-1,090 1,1$0 X iiO - 1,230
1 ,00$ - 1,320 X 3$-1,320 X $0 - 1,$00
l,ii20x$0-l,620 1,62$ X 7$ - 1,8$0
X20-1,700 l,lt20 X $0-1,700 xlOO - 2,000
(3)
2,000 2,$00
(3)
2,$00 3,2$0
(3)
3,000 li,000
i (3)
3,$00 It, $00
11 n ktJ>
(1) The minimum is limited to age 30, £25 being deducted for each year below.
(2) As from 1.1.19$1 the scale was £800 x 30 - 980, x UO - £1,070.
(3) This figure represents the full Chorley increase. Those with less than 
3 years' service on 1.10.19$0 did not receive tliis amount in full until 
1.10.19$1.
K All salaries have been further revised since; in the case of assistant 
solicitor and below, as from 1.1.19$2,
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Generally speaking, the Barlow Committee had made their
recommendations on legal salaries "with due regard to those
applicable to administrative officers", but it was their
opinion that no "invidious comparisons" ought to be drawn with
(1)
respect to any grades in the two hierarchies. As regards
promotion and pension rights - the latter are affected by the
relatively late entry of legal staf'f - there was a clear
implication in the Barlow Report that a broad equality of
prospects with the administrative class was visualised, but
whether this has been achieved is a point on which the
(2)
Treasury and staff have different views.
In considering appropriate criteria for fixing the
rémunérât ion in this sector of the Service, the Priestley
Commission stated that in view of the limited extent to \diich
lawyers were found in salaried employment outside the Civil
Service, comparison with such salaried members only could not
be regarded as satisfying the principle of fair comparison.
At the same time, earnings in private practice should not be
the primary criterion. They considered that the commencing
salary for recruits should be settled so far as possible by
reference to outside rates and earnings - in particular those
of solicitors starting in private practice; for the most part, 
however, the pay of the class must be determined on the basis
(1) Report, op. cit. para. 36.
(2) ibid. paras. 37 and 40 and Civil Service Arbitration 
Tribunal Award No. 135, op. cit. paras. 9 &nd 16._____
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(1)
of internal relativities.
The Commission found that the then scale of the basic
grade did not need substan.tial adjustment. - They hoped that
their proposals for the higher ranks would help to attract the
better men needed, but doubted whether even a substantial
monetary improvement would make much difference to recruitment.
The conditions of working life in the Service and in private
practice were entirely different; the choice of career was
likely to be determined by the kind of life for which a man had
(2)
the taste rather than by financial considerations.
The Scientific Civil Service
The scientific classes were completely reorganised after 
the war, being among the first of the specialist groups to 
undergo a comprehensive scheme of unification. The re­
organisation of the Scientific Civil Service was announced in
(3)
a White Paper of September 1945 and was based on the
( 4)
recomiïiendations of another Barlow Committee. It provided 
for three - instead of two - classes, viz. the scientific
(1) Priestley Report, op. cit. paras. 587-9, which see for 
details.
(2) ibid. para. 590.
(3) Cmd. 6679.
(4) Published as annexe to Cmd. 6679.
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officer, the experimental officer and the assistant (scientific) 
class. This structure has remained basically unchanged, the 
scientific and experimental officer classes corresponding 
broadly with the adiain is trati ve and executive classes - a
(1)
relationship deliberately embodied in the 1946 reorganisation.
AS compared with pre-war, scientists are employed on a greatly 
increased scale.
The Scientific Officer Glass
This has been described as "the initiating, directing,
inventive brain of the scientific research, design and
(2)
development work of the Civil Service"; as it has the
»
experimental officer and assistant classes for its relief, it 
is to be used for "iiigji quality" work only. Numbers in the 
various grades on 1st January 1951 were ;
Scientific officer class Established staff
as at 1.1.195l(-^)
Scientific officer 669
Senior scientific officer 789
Principal scientific officer 975
Senior principal scientific officer 329
Deputy chief scientific officer 100
Chief scientific officer 30
Posts above chief scientific officer 15
2,907
(1) Cmd. 6679, op. cit. para. 18.
(2) Estacode B k 41.
(3) Data supplied by Civil Service Central Staff Record. The 
number of temporary officers as at 1.1.1951 was not avail­
able at' the time of v/riting; on 1.4.1955 the class consist­
ed of 2,878^ established and 537? tem-norarv officers._______
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There is no precise definition of duties; broadly speaking,
those of the grades above principal scientific officer include
responsibility for the administration and direction of
scientific work, while the lower grades concentrate on such
work themselves. Senior posts may however be created for
(1)
outstanding individual research staff.
Recruitment is both to scientific and senior scientific
officer, the majority entering the former; the class is
confined to university graduates. The principal scientific
officer is the normal career grade; the 1945 #iite Paper stated
that every recruit of proved ability should reach this far;
(2)
outstanding men should do so in their early thirties. The 
Vi/hite Paper also announced that ultimate prospects in the class 
should be improved by increasing the number of higher posts.
TABLE 7
(3)
The Institution of professional Civil Servants, as part of 
the general thesis advanced by them to the Royal (Priestley)
(1) Estacode B k 41 and Introductory Factual Memorandum, op. 
cat. para. 214.
(2) Cmd. 6679, op. cit. para. 8. According to an official 
review, the average age for promotion from senior to 
principal scientific officer is 34 years 5 months; Tenth 
Report from the Select Committee on Estimates, Session 
1S51-'52 (HMSOV 3 0 .  1952/ Memorandum by the Ministry of 
Supply, p . 139.
(3) Who represent most scientific and professional grades.
Table 7
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CIV3X SERVICE 
S c i e n t i f i c  O f f i c e r  G l a s s
(Nfen, London)
S a l a . r y S e a l e a s  f r 0 m
1.1.19U6
£ p.a.
1.1.19^7
£ p.a.
1.1.1918 
£ p. a.
K
1.10.19$0 
£ p. a.
Scientific 
officer(1) 3$3 - $90 360x2$- 600 Ii00x2$- 6$0
It00x2$-ii$0,
.. ,.x 30-6$o (2)
Senior scientific 
officer 6iiO - 8U0 6$Ox2$- 8$0 700x2$- 900
(3)
7$0x30-9$0
Principal
scientific
officer 892-1,220
900x3*0-1,080
x3$-l,220
9$0x30-l,100
x3$-l,2$0
l,000xU0-1,200 
x$0-l,37$3)
Senior principal 
scientific 
officer l,320x$0-l,$20 l,$00x7$-l,7$0
Deputy chief 
scientific 
officer l,600x$0-l,800 l,8$OxICO-2,12$
Chief scientific 
officer(^) 2,000
($)
2, $00
Secretary, Depart­
ment of Scien­
tific and In­
dustrial 
Research 3,$00
($)
U,$oo
(1) A special increase is granted on confirmation of appointment.
(2) The increase in increments was operative from l.$.19$l.
(3) operative from 1.8.19$0.
(U) There are a number of posts with pay intermediate between that of
chief scientific officer and the Secretary of the Department of
Scientific and Industrial Research.
(5) This figure represents the full Chorley increase. Those with less 
than 3 years» service on 1.10.19$0 did not receive this amount in full 
until 1.10.19$!.
X All salaries have been further revised since; in the case of deputy
chief scientific officer and below, as from 1.1.19$2.
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Commission, urged that the scientific officer class should be 
accorded parity with the administrative class. They suggested 
a series of parallels as follows:
scientific officer : assistant principal
senior scientific officer/
principal scientific officer: principal
senior principal scientific officer: assistant secretary 
deputy chief scientific officer : under secretary
chief scientific officer: deputy secretary
with higher posts equivalent to permanent secretary. The
Commission, however, deprecated the creation of rigid
relativities^ nor did they accept the Institution’s view that
Civil Service rates dominated those outside to an extent vhich
(1)
vitiated fair comparisons. As to their actual proposals, the
scientific officer grade had in 1946 been given the salary
scale of the assistant principal, but with a lower maximum to
allow for the intervSevang level of senior scientific officer.
A 1953 arbitration award had improved on this by giving the
(2 )
scientific officer the assistant principal’s maximum, and the 
Royal Commission endorsed such "complete parity". They 
likewise recommended - impressed by the Barlow Committee’s 
views - that principal scientific officers should receive the
(1) Priestley Report, op. cit. para. 543.
(2) Civil Service Arbitration Tribunal Award No. 224 (HMSO
1953).
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same as administrative principals. As regards the higher 
levels, the Commission accepted that there was a clear case 
for substantial improvements, though here they did not award 
full equality.
The Experimental Officer Glass
This class was newly created in 1946; it is the main
support of the scientific officer class, many of whose duties
(2)
v/ere devolved upon it. Recruitment is mainly by open
competition: in recent years about two-thirds of candidates
have been appointed to the basic grade and one-third at the
(3)
experimental officer level. The minimum qualification
normally required is the General Certificate of Education,
including two mathematical or scientific subjects at Advanced
level. Those over 22 years of age are however generally
expected to have a university pass degree or a qualification
(4)
such as the Higher National Certificate.
(1) Priestley Report, op. cit. paras. 544 and 547.
(2) Idr details' see Cmd. 6679, op. cit. para. 13 and Estacode 
B k 42.
(3) Recruitment is also by limited competition, restricted to 
permanent members of the assistant (scientific) class.
(4) Introductory Factual Memorandum, op. cit. para. 291, which 
see I'br details”.
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Experimental officer class Established staff
as at 1.1.1951U-')'
Assistant experimental officer 1,755
Experimental officer 1,922
Senior experimental officer 901
4, 578
The senior experimental officer used to be the top grade
in the class, but a higher tier - that of chief experimental
officer - was introduced in May 1951. It is used for a few
posts only and does not form part of the career normally to be
expected by entrants. There are possibilities of advancement
to the scientific officer class, though the number of
(2 )
promotions is in fact small.
TABLE 8
As Table 8 shows, pay adjustments for the experimental 
officer class have kept in line with those for the executive 
grades, and the Institution of Professional Civil Servants have 
again maintained that the former was intended to fill in the 
scientific sphere the place of the executive class in the 
general field. In 1948, therefore - following the October
(1) Data supplied by Civil Service Central Staff Record. The 
number of temporary officers as at 1.1.1951 was not avail­
able at the time of writing: on 1.4.1955 the class consist' 
ed of 5,064 established and 966 temporary staff.
(2) Priestley Report, op. cit. para. 619.
Table 8
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CIVIL SERVICE
E x p e r i m e n t a l  O f f i c e r  C l a s s
(îfen^  London)
S a l a r y S c a l e  a s f r o m
1.1.1916 
£ p. a.
1.1 .191+7
£ p.a.
1 .10.191+7
£ p.a.
1.1.19$1*
£ p.a.
Assistant
experimental
officer(l) 20$ - U28 210x20 - Ii30
230x20 - 290 
x2$ - 390 
x20 - U90
2$0x2$ - U7$ 
x20 - $3$
Experimental
officer U90 - 6U0 $00x20 - 6$0 $2$x20 - 67$ $7$x2$ - 72$
Senior
experimental
officer 690 - 892 700x2$ - 900 73$x2$ - 93$ 780x30-1,000
Chief
experimental
officer
"
-
(2 ;
l,02$xli0-l, 2$0
(1) The minimum is linked to age 18 (until 30.9.19U7: 19), with age-pay 
up to 2$ (as from 19^1/52: 26).
(2) effective from l.$.19Sl; the grade was not previously in existence.
X These scales were increased as from 1.1.19$2 and have been further 
revised since.
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1947 revision of executive scales - they submitted a claim for 
increased pay, derived partly from the executive settlement and 
in part embodying their claim for complete parity with that 
class. The Treasury rejected the latter, and the 
Institution subsequently accepted a compromise adjustment.
The next salary revision, operative from 1st January 1951, was 
again on the basis of improvements then granted in the executive 
field.
In 1951 the I,P.O.S. formally renewed their claim for
complete equality; the matter v/as finally referred to arbitration
(2)
The Tribunal, in an award operative from 1st March 1953, granted 
parity between chief experimental and chief executive officers 
and between senior experimental and senior executive officers; 
it also awarded improvements lower down the hierarchy, though 
not conceding full equality at that level.
The Assistant (Scientific) Class
A review of the field of work by laboratory assistants and 
other junior grades was undertaken in the early post-war period, 
and the proposal to create an assistant (scientific) class
(1) Introductory Factual Memorandum, op. cit. para.
(2 ) i?r.-''2i3-ii#%r'T9F 3T;-------------
294.
-  6 0  -
(1 )
announced in March 1947; in addition to laboratory assistants, 
it also absorbed those aiding professional staff in agriculture, 
medicine and veterinary science. The class has a two-tier 
structure, the assistant (scientific) and the senior assistant 
(scientific). It relies heavily on temporary officers.
Assistant (scientific) class Established staff
~ as at 'l.ï.ï9 5 ï t ^
Assistant (scientific) 1,757
Senior assistant (scientific) 724
2,481
Assistants are concerned with simpler experimental work as 
well as with routine testing, cleaning of apparatus and so on, 
though they are not to do an excessive amount of routine work. 
Recruitment to established posts is from boys and girls mainly 
aged between 17-J- and 26. They must normally have two years * 
experience of scientific work and hold a General Certificate
(3)
of Education in four subjects at Ordinary level. Assistants
(1) E.O.G. 27/47.
(2) Data supplied by Civil Service Central Staff Record. îîie 
number of unestablished staff as at 1.1.1951 was not avail­
able at the time of writing. On 1.4.1955 the class consist­
ed of 2,612 established and 2,666 temporary officers.
(3) Including English and a scientific or mathematical subject. 
Candidates without the academic qualification with 
specialised experience or skill may be accepted.
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are eligible for advancement to the senior grade; they can also 
compete for vacancies in the experimental officer class,
TABLE 9
Salaries are set out on Table 9. Those agreed in March
1947 were made retrospective to the 1st January of that year,
and were not again revised until February 1951, when the Civil
(1 )
Service Arbitration Tribunal awarded new rates, A second 
av/ard of the Tribunal granted a further slight improvement to 
the senior grade with effect from 1st July of that year. The 
class received the all-Service pay addition (1952), since when 
further adjustments have been made.
The Technical Classes.
The technical works, engineering and allied classes, as
their full title runs, occupy a position midway between the
industrial grades employed on production and the professional
classes - architects, engineers, surveyors - responsible for
(2)
planning, development and overall direction. They belong to 
the genus of "linked departmental" classes.
1) Award No. 141 (HMSG 1951).
2) For this whole section see Estacode B k 62, Memorandum by 
the Treasury to E.O.C. 4o/4F^ andT"Introductory Factual 
Memorandum, op. cit. Chap. 18.
Table 9
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CIVIL SERVICE
A s s i s t a n t  ( S c i e n t i f i c )  C l a s s
(Men, London)
S a l a r y S c a l e  a s f r o m
1.1.19U7 1.2.19$1 1.7.19$1*
£• p. a# £ p. a. £ p. a.
issistant (scientific]
Age 18 19$ 21$
19 210 230
20 22$ 2l+$
21 21+0 260
22 2$$ 27$
23 270 290
2U 28$ 310
25 300
xl$-380
330
x20-3$0
xl$-l+$$
Senior assistant 
(scientific) U00x20-$$0 1i7$x20-62$ U80x20-$00
x2$-6$0
X All scales were increased as from 1*1.19$2 and have been further 
revised since.
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There were some 16,000 members of the technical classes at
(1)
the beginning of 1951, the four largest sections being clerks
of works (building), quantity surveying assistants, mechanical
and electrical engineering technical grades and the technical
(2)
lands grades (e.g. assistants in estate management). The 
duties of posts in these four categories vary widely, but can 
be divided into office work such as rate-fixing or technical 
costing; direct labour production, i.e. the organisation of 
work in factories and dockyards; and inspection. Technical 
grades are concerned with building and services of all kinds 
and they deal v/ith practically every type of equipment.
However, their function is "executive"; ultimate responsibility, 
as a rule, lies with professional officers.
The technical hierarchy provides for four main grades - 
I, II, III and IV - and two higher levels, known as A and B.
(3)
The bulk of the staff is in I n ,  II and I. Grades A and B 
should be capable of giving maximum relief to their profession­
al superiors; senior foremen in the Royal Naval Dockyards or 
chief labour supervisors in the Ministry of Works are examples.
(1) Civil Service Arbitration Tribunal Award No. 146 (HMSO 
1951). At the time of writing it was not possible to 
obtain more precise statistics. At 1.4.1953 numbers were 
8,369 established and 10,560 temporary staffs.
2) Estacode B k 62c.
3) Intro'ductory Factual Memorandum, op. cit. para. 305, which 
see for breakdown by grades as at 1.4.1953.
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To illustrate grading lower down the hierarchy, a clerk of 
works (building) in the Ministry of Works should be in grade 
III if engaged on the supervision of traditional building 
schemes of up to about £20,000 in value; in grade II if of 
the order of £20,000 and upwards, and in grade I if in charge 
of the more important traditional building jobs of over 
£100,000. Grade IV personnel are engaged on ancillary work - 
they may, for instance, act as technical cost clerks.
Recruitment is here the responsibility of departments in
conjunction with the Givil Service Commission; entry is mainly
to grade III. Minimum qualifications vary, but usually
include full apprenticeship, followed by a few years * practical
experience. The possession of a qualification such as the
Ordinary National Certificate in building or engineering is
(2)
generally required.
TABLE 10
Like the professional and scientific classes, the technical 
branch of the Civil Service was reorganised in the post-war 
period; prior to 1946 there were over a hundred different 
grades on a variety of sub-professional and technical work.
(1) Standards laid down in 1949 as per E.O.C. 17/49.
(2) For full details see Estacode B a 27.
Table 10
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CIVIL SERVICE
Technical Works, Engineering and Allied Classes
(lyfen, London)
S a l a r y  S c a l e  a s  f r o m
1.1.19U6 1.10.19$0*
£ p. a. £ p. a.
Grade IV (1)
(minimum linked to age 2$) 330x1$ - li$0 370x1$ - $00
Grade III (2)
(minimum linked to age 26) 1+00x20 - $2$ 1+60x20 - $7$
Grade H  (3)
(minimum linked to age 30)
/ \ \
$00x20 - 62$ $70x20 - 67$
(U)
Grade I 62$x2$ - 7$0 67$x2$ - 82$
Grade B 7$Ox2$ - 8$0 830x2$ - 930
Grade A 800x2$ - 9$0 870x2$ - 970
1
x30 -1,030
(] ) minus £20 for each year below. Older staff, who are qualified 
for the full range of duties, receive £l5 for each year above 25 
(but not exceeding 28).
(2) minus/plus 1 increment for each year below/above 26 (but not 
exceeding 28).
(3) minus 1 increment for each year below.
(Ij.) There is an alternative scale with a lower minimum to meet special 
circumstances.
X These salaries were increased as from 1.1.1952 and have been further 
revised since.
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(1)
The proposals for common salaries and service conditions -
though not announced until 1948/49 - applied retrospectively
as from the beginning of 1946. They were revised under an
award of the Civil Service Arbitration Tribunal with effect
(2)
from 1st October 1950. These scales, in turn, attracted the 
1952 pay addition and have been further improved since.
Akin to the technical classes are the various drawing 
office grades. The linked departmental class of draughtsmen 
(architectural and engineering) has scales of pay very similar 
to those of the technical staffs just described, though it has 
only a four-tier structure - i.e. no equivalent to grades TV 
and B. Another linked departmental class is that of draughts­
men (cartographic and recording), the basic tier of which has 
a salary very similar to that of the clerical officer. Also 
employed in drawing offices are drawing office assistants and 
tracers; these are normally confined to women, rates of 
remuneration resembling those of copy typists.
(1) Not all the classes formerly designated as te clinical were 
assimilated to the technical works, engineering and allied 
classes; see Introductory Factual Memorandum, op. cit. 
para. 321 for details'.
(2) Civil Service Arbitration Tribunal Award No. 146 (HkîSO
1951).
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The clerlco-administrative classes, as we have seen,
have become the model with v/hich the various technical and
professional grades have tried to achieve a broad similarity
of prospects and status. The extent to which parity of pay
exists varies considerably. In the case of statisticians
there is complete identity of scales with the administrative
class, though the highest level is that of chief statistician -
equivalent to an assistant secretary - more senior staff then
being eligible for transfer to the administrative hierarchy.
The salaries of the scientific officer class were also, as
indicated, deliberately brought into relationship with those
of the administrative grades, but here it was held that an
identical scale structure "v/ould not meet the requirements of
(1)
the scientific organisations", though parity has since been
conceded at a number of key points. In the legal class the
relativity is one degree more tenuous still, salaries here
having been fixed merely "with due regard to those ...
(2 )
applicable to administrative officers ", and the Barlow 
Committee definitely frowned on grade-by-grade comparisons.
These differences in the degree of assimilation to adminis­
trative class remuneration are best illustrated by the fact
that a statistician has his pay adjusted automatically with his
administrative colleague; that as regards the scientific grades
(1) Cmd. 6679, op. cit. para. 8.
(2) Barlow Report, op. cit. para. 36.
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it is "understood" that, at any rate up to principal level, 
they will receive a rise pari passu, v/hile for legal personnel 
the fact of an administrative pay Increase is merely a 
valuable bargaining weapon for claiming similar treatment.
In many cases we have no explicit ruling on the subject and it 
is, as it were, by case law and precedent that relativities 
are established.
The pattern is repeated at a lower level; the information
officer class is explicitly linked to the executive ; salaries
are almost identical. The scales of actuaries are "founded
(1)
upon those of the executive class", though there is no precise
parity. The relationship of the experimental officer vis-à-vis
the executive class, likewise, has been one of equal status
rather than of pay, the grades of the former having been settled
(2)
"by comparison" with those of the executive class, though here 
again identical scales have been awarded at certain levels of 
the tv/o structures. Finally, in the case of draughtsmen 
(engineering and architectural) and the teclmical grades, the 
relativ^^y is very precarious and not recognised by the 
Treasury.
(1) See Civil Service Arbitration Tribunal Award No. 146, op. 
cit. (summary of Treasury evidence), p. 6.
(2) ibid.
(3) ibid. paras. 3 and 4.
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At the clerical level, the grade of draughtsman (carto­
graphic and recording) - the basic grade in the linked depart­
mental class of that name - is considered analogous to the
(1)
clerical officer, but as regards the assistant (scientific)
and clerical classes, the matter is a bone of contention
(2)
between the Treasury and staff association.
The Priestley Commission stated in this context that "the
theory of parity" was the most important general question
(3)
posed for their examination. The Institution of Professional 
Civil Servants had maintained that the rates of pay and career 
prospects of the specialist classes were markedly inferior to 
those of what they regarded as corresponding non-specialist 
grades ; they told the Commission that it was their first aim to 
secure parity in this matter. In their conception the latter 
was achieved not necessarily by an identity of form and grade 
structure, but by providing over the whole of a normal career 
something like the same total remuneration: if promotion
prospects were poorer in a specialist than in the corresponding 
non-specialist class, higher salaries should be paid by way 
of compensation. Illustrations were provided to justify a 
series of equations - some of these have been referred to -
(4)
between the various specialist and clerico-administrative grades.
(1) ibid. p. 6.
(2) cf. Civil Service Arbitration Tribunal Award Nos. 141 and 
153, op. cit. and Priestley Report, op. cit. paras. 649-650.
lÜiggË&Æfh.""' para.-FS7.
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The views of the Commission^s official witnesses were that
it would be wholly unsound to base the rates and structure of
any specialist class on that of any allegedly "corresponding"
non-specialist class. Even if educational qualifications were
comparable, no civil servant should have any prescriptive right
to the same total career as a member of a different class;
equation of prospects was in any case not practicable. The
official witnesses also did not agree with some of the
Institution^ s "equations ", and thought that w r r e n t  relativities
-(1 )
were about right.
The Priestley Commission, though granting equality in a
number of cases "on merit", rejected parity - of pay or
prospects - as a legitimate determinant of Civil Service
(2)
remuneration. The Commission emphasised that they had no 
wish to underrate the importance of scientific and technolog­
ical development to the country*s v/ellbeing, but it would not 
be proper for the Civil Service to give a lead in establishing 
the social or economic status of scientists or any other
group of workers. Their overall view was that changes in the 
pay and career prospects of specialist staffs should come
about by a process of evolution - through the application of
the principle of fair comparison in an economy increasingly
dependent upon scientific and technological advance - rather
(1) ibid. para. 529.
(2) ibid. para. 108.
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(1)
than by the application of a theory of parity.
A related point that has given rise to ill-feeling is
that the highest posts in a department are normally the
preserve of the administrative class. On the parallel question
of salary, the Chorley Committee were of the opinion that it
should be exceptional for a professional or technical civil
servant to be paid more than the permanent secretary of his
department, but saw no reason why it should not happen
(2)
occasionally. Normally the deputy secretary should have the 
second highest pay, but here again there might be exceptions, 
as where the technician was the Civil Service head of his 
profession. We may add that the only appointments of 
permanent secretary ranli normally filled by a professional are 
those of secretai’y to the Department of Scientific and 
Industrial Research and Treasury Solicitor, though there are 
a fev/ miscellaneous appointments which attract a higher salary. 
Thus the Chairman of the Defence Research policy Committee, 
Ministry of Defence used to receive £4,500 at a time when
permanent heads were paid £3,500, while the Chief Planning
Officer, Central Economic Planning Staff (a division of the
{3)
Treasury) used to have a salary of £6,500. However, such 
posts - as also some lower-paid ones - fall outside the normal
(1) cf. ibid. paras. 530, 543 and p. 200 (67).
(2) Cmd. 7635, op. cit. para. 35.
(3) Civil Estimates, 1951-52, Class I, p. 23. Sir Edwin
Plowden, the holder of this post, retired therefrom at the 
end of 1953, since when it is no longer in existence.______
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class structure of the Civil Service.
TJQstscript
In the autumn of 1951 the staff side of the National 
Whitley Council reached the conclusion that, in a period of 
rapidly rising prices, wages and salaries, it would be 
desirable to revert to the war-time method of central pay 
negotiation. The official side concurred, and an agreement 
was reached under which the great bulk of civil servants had 
their salaries augmented by a "pay addition", operative from 
1st January 1952. This amounted to 10 per cent on the first 
£500 of basic pay, 5 per cent on the second £500 and 2^ per 
cent on the third £500. £100 was granted to those with
salaries between £1,500 and £2,000 a year. ,
In the autumn of 1952 the staff side claimed a fresh pay 
addition, but the Treasury were not prepared to contemplate 
any more central aw^r^s, though affirming their willingness to 
examine grade claims. Accordingly, since the beginning of 
1953, a series of individual settlements was reached, providing 
for improved consolidated rates in each case.
(1) Introductory Factual Memorandum, op. cit. para. 159.
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In November 1954 a new agreement was concluded for an
(1)
all-Service "pay supplement", operative from 1st July 1954.
This settlement was of an interim nature, to which the Treasury
had reluctantly agreed - and which they considered "a lapse
(2)
from orthodoxy" - as likely to produce the minimum interference
with the work of the Royal (Priestley) Commission on the Civil
Service who were then in session. The supplements ranged
from £17.10.0 for adults with salaries of up to £350 a year to
(3)
a maximum of £35 for those with remuneration of £901-£1,500. 
Following Award No. 287 of the Civil Service Arbitration 
Tribunal, these supplements were further increased with effect 
from 1st July 1955.
The 1954 and 1955 pay supplements did not accrue to those
with salaries above £1,500, but separate negotiations resulted
in an extra £100 - as from 1st January 1953 - for those with a
(4)
minimum or fixed rate of £1,600 or over. There was no
increase for top-level staffs, i.e. those with remuneration
(1) See E.G. 53/54, #%itley Bulletin (January 1955).
(2) cf. Treasury pr e's's s^ t at emen t , " IVni tley Bui le tin ( December
1954) p. 203, E.C. 53/54 op. cit. and Tries tley Report, op. 
cit. para. 180. The Priestley Commis si oh staued' {'garas . 
181 and 185) that at times of unusually marked and rapid 
rises in outside wages and salaries, a central settlement 
covering the lower and middle ranks of the Service was the 
best arrangement.
(3) Grades whose pay had been adjusted on an individual basis 
since January 1953 were not eligible.
(4) Medical officer grades were not covered by die agreement.
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above £2,500. As from 1st July 1955 another £100 was
(1)
granted on all salaries over £1,500 but not exceeding £2,600.
The Royal Commission on the Civil Service were appointed
in November 1953, under the chairmanship of Sir Raymond
Priestley, to consider certain questions concerning the
conditions of service of civil servants, among them "v/hether
any changes are desirable in the principles which should govern 
or (2)
pay;^in the rates of pay at present in force
A comprehensive Report was issued in November 1955; it 
must suffice here to summarise the Commission* s conclusions as 
to the overall principles which should govern the determination 
of salaries in the Civil Service. "The end to be served by 
principles of pay in the Civil Service", say the Commission, 
"may be stated as the maintenance of a Civil Service 
recognised as efficient and staffed by members whose 
remuneration and conditions of service are thought fair both 
by themselves and by the comiunity they serve. The primary
(1) Those on salaries between £2,600 and £2,700 received such 
amount of pay supplement as would bring their total 
remuneration to £2,700. There were analogous provisions 
in the various "pay supplement" agreements.
(2) Priestley Report, op. cit. p. 1. See ibid. for terms of 
reference in full.
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principle of civil service pay should be fair comparison with
the current remuneration of outside staffs employed on broadly
comparable work, taking account of differences in other
conditions of service". The Commission add that internal
relativities should be used as a supplement to the principle
of fair comparison in settling rates in detail, and may have
to be the first consideration when outside comparisons cannot
be m a d e . But they should never be allowed to override the
(1)
primary principle.
Apart from detailed recommendations on pay, the
Commission also made far-reaching proposals about hours, leave,
(2)
provincial differentiation and so on, and made clear that all
these "must be regarded as a comprehensive unity". The
Priestley recommendations were accepted by the Government,
whereupon negotiations on .the National IThitley Council followed
with exemplary speed, and in June 1956 - after somewhat
(3)
reluctant ratification by the staff associations - details of
( 4)
the new arrangements were formally promulgated by the Treasury.
(1) Report, op. cit. p. 194 (l)-(3). Bee ibid. and f f . for 
full summary of findings.
(2) See p o s t .
(3) The staff side accepted the Royal Commission scales on the 
understanding that the freedom of associations to renew 
representations at a subsequent date remained unimpaired.
(4) See E.C. 27/56 and E.C. 28/56, V/hitley Bulletin (August 
1956). Certain modifications of the Royal Coimnission 
proposals were agreed to in the course of the negotiations.
- 76 -
As regards pay, as the Commission*s proposals related to 
conditions as at 1st July 1955, subsequent improvements in 
outside remuneration were taken into account as specifically 
recommended in their Report; tie Priestley scales up to and 
including principal and equivalent i.e. were improved by a 
third "pay supplement". For the higher grades the Royal 
Commission rates were applied without adjustment. The new 
salaries were introduced on 1st July 1956 with retrospective 
operation from 1st April of that year.
Provincial Differentiation
The distribution of established non-industrial staff on
(1)
1st January 1951 was as follows ;
London 135,725
Intermediate 94,218
Provincial 205,490
Overseas 4,776
438,209
The relative proportion in London and outside varies both as 
between classes and departments; while administrative grades 
are mostly to be found in the capital, others - such as certain
(1) Digest of Civil Service Staff Statistics 1.1.1950 - 1.1.1951, 
op . cTf. Tab'Ie" Xf. lTie f igur'es~'include Pos t Of]TicV's'taff s .
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scientific staff - are largely concentrated in the provinces.
A much larger percentage was located in London before the war, 
but evacuation brought about widespread dispersion, and a , 
proportion of headquarters offices is now to be permanently 
located outside the metropolis.
All Givil Service salaries are London rates ; standard
deductions are made from these according to whether a locality
(1)
is classified as "intermediate" or "provincial". "London",
since 1951, covers all offices within 12 miles of Charing Cross.
"Intermediate" areas are those beyond the 12-mile radius but
within 16 miles of Charing Cross, as well as large tov/ns
including Bristol, Birmingham, Cardiff, Leeds, Liverpool,
Manchester, Nevi^castle and Sheffield; the rough criterion is a
(2)
population of 250,000 or more. "provincial" rates are paid 
everywhere else. The deductions are graduated, the amount 
increasing with salary as shown:
(1) Estacode C c. Prior to January 1947 there were three 
separate scales for each grade.
(2) For details see Introductory Factual Memorandum, op. cit. 
p. 123.
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(1) Deductions in
London salary Intermediate Provincial
centres centres
£ p.a. £ p.a. £ p.a.
0 - 275 5 10
312 - 450 10 20
487 - 750 15 30
787 - 1,000 20 40
1,077 - 1,200 30 GO
1,277 - 1,500 40 80
1,577 and over 50 100
Two groups are not covered by these arrangements. First,
weekly-paid staff: here there are flat-rate deductions,
amounting to 3s. per week in "intermediate" and 6s. in
(2)
"provincial" centres. Secondly, there are certain groups 
who are liable to constant transfers within the country; such 
categories - the largest is the personnel of the Inland 
Revenue - are immune from provincial differentiation, having a 
uniform salary irrespective of locality.
In their evidence to the Priestley Commission the staff 
side contended that provincial differentiation was "an 
arbitrary, unscientific and thoroughly unsatisfactory system". 
It aroused bitter resentment among the staff, who were under
(1) The gaps in the figures are due to the elaborate "escalator" 
provisions at the beginning of each salary band, designed
to ease the transition to the larger deduction. For full 
schedule, showing the deduction at every point of the 
London scale, see Introductory Factual Memorandum, op. cit. 
pp. 125-6.
(2) The deductions are now higher (see post) and did not apply 
to temporary s taff.
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the strongest pressure to seek its abolition. The general
view of the official witnesses was that provincial
differentiation was justified both by differences in cost of
(1)
living and outside practice.
The Commission found that the arguments in favour of some
form of differentiation were conclusive, though a national rate
with additions for London and possibly other high-cost areas
would be preferable to the present scheme. They also urged
that the amount of differentiation on salaries of up to £1,000
should be increased. New schedules of standard deductions
have accordingly been worked out. For weekly-paid grades -
for whom a considerable steepening had already been introduced
in 1953 - the 1956 deductions are now up to l Os. off the London
rate in intermediate and 20s. off that rate in provincial
centres - a drastic increase as compared with the late forties.
For monthly-paid staff the differentials have likewise been
stepped up, though the maximum deductions remain, as previously,
(2)
at £50 (intermediate offices) and £100 (provincial).
All civil servants are in theory liable to serve in any
(1) Priestley Report, op. cit. paras. 292 and 297-8.
(2) For full detail.s’ of the new standard deductions for both 
weekly- and monthly-paid staff, see Whitley Bulletin 
(August 1956) pp. 131-2.
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part of the country or abroad. Special transfer grants are 
paid when moved in the interests of the Service, and there 
ai’e detailed provisions for the re-imbursement of removal and 
other expenses.
Sex Differentiation
The proportion of women in the non-industrial Civil Service
increased from 25.6 per cent on 1st April 1939 to 33.7 per cent
(1)
on 1st January 1951. Their relative strength in the 
different classes varies v/idely:
Women as proportion of various (non-industrial) 
classes as at 1.1.1951 (2')
Class
Administrative (Home and Foreign) 8
Executive (general and departmental) 18
Clerical (general and departmental) 37
Clerical assistants 62
Typing 99
Professional, scientific and technical 
(staff groups I and II) and inspectorate 7
Technical ancillary 26
The general principle determining sex differentiation in
(3)
the Civil Service has been that the maximum of a woman*s scale
(1) Digest of Civil Service S taff S tatistics, 1.1.49 - 1.1.50 
ana r.T. 50 1 .T^Sl', 5 p V  cTt\ liable s W .
(2) PTgeab 'oi C1 v'iX"Se?vice Staff Statistics, 1.1.50 - 1.1.51, 
Table ViTT. The”percentages relate to established and 
temporary staff.
(5) Estacode C a 3. These provisions applied to "permanent" 
scales.
— 81 -
shall not he less than 80 per cent of that for men in the same 
grade. This v/as modified hy the provision that the differ­
ential between the two maxima shall not exceed £175, and that 
a woman’s maximum shall not be less than the m a n ’s in the grade
below. Also, in recruitment grades forming the lowest tier
(1)
of a class, the minimum was to be the same for the tv/o sexes. 
There were two further exceptions to the rule of the 4:5 ratio: 
at the top of the Civil Service pyramid there were no separate 
scales at either permanent or deputy secretary level, while for 
doctors, dentists and medical auxiliaries there was no 
differentiation for any grade.
This is not the place for describing the protracted struggle 
to achieve "equal pay". The unions and associations represent­
ing Civil Service staffs have been opposed to sex differenti­
ation for many years, while "equal pay" as a principle was 
approved - as far as the Civil Service is concerned - as far 
back as 1914. However, nothing concrete happened until 19th 
May 1954, when the Chancellor of the Exchequer informed a 
deputation of the National Whitley Council that he was willing 
to authorise negotiations, with the object of evolving an
agreed scheme for its actual introduction. Such a scheme has
(2)
been duly worked out, and equal pay is being introduced into the
(1) There vacancies are filled at, or shortly after, the age at 
which prescribed qualifications are acquired.
(2) For full details see Whitley Bulletin (Supplement, March
1955).
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non-indus trial Civil Service in stages over a period of seven 
years; it will be fully in operation by 1st January 1961.
Most other public services have followed the Treasury lead in 
this matter - which incidentally shows the leading role played 
by the Service in the sphere of salary determination.
Conditions of Service
A detailed treatment of conditions of service falls outside
the scope of this study. We shall here merely outline the
more important ones, but it should be understood that there
are numerous provisions governing such matters as sick leave,
the payment of travelling allowances, cheap or free meals for
juveniles, and so on. There are also regulations dealing with
general issues such as political rights, questions of discipline
(1)
and staff relations.
(2)
Hours and Overtime
Hours and overtime in the Civil Service are a complicated 
story: even H.M, Treasury in their evidence to the Priestley
Commission stated that it was "not practicable to set out all
(3)
the details of the overtime arrangements". Since before
(1) For a full and authoritative account see relevant sections 
of Estacode.
(2) For furlHer details see Estacode D a and b; Introductory 
Factual Memorandum, op. cit. Chap. 7, and Priestley Report, 
op. cit. Chap.V.
(3) Introductory Factual Memorandum, op. cit. para. 62.
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the war most established staff in London were "conditioned" -
(1)
i.e. formally reqiiired to work - a 42-hour week (gross); the 
actual working week was mostly 38-|- hours (gross). In the 
provinces conditioned hours were 44, and most departmental and 
temporary grades - other than administrative or professional - 
were conditioned to a 44-hour week even in London. The 
technical classes, who work in close association v/ith 
industrial staff, have a 44-hour week net .
During the war hours far in excess of the conditioned were
worked, and in 1947 a 45-^-hour emergency standard week -
generally spread over 5^ days - was agreed to by the two sides
(2)
of the vVhitley Council. Regular overtime has thus been
worked by the great majority of civil servants throughout the
post-war period, and all except the most senior staffs have
received a regular - and often substantial - addition to their
(3)
salary. There have been at least four different methods of
(4:)
remunerating overtime.
( 1 ) "Conditioned hours" are those for which a civil servant is 
deemed for certain purposes to be liable to work; they
form the basis for calculating overtime and extra-duty
allowance and may differ from actual working hours.
(2) This remained the norm until 1956, except in about a 
quarter of provincial offices where 44 hours became the 
rule .
(3) The total bill for overtime and extra duty allowances in 
1951 was some £ml7 (Introductory Factual Memoryidum op. 
cit. para. 55). These payments are nol: incruded on the 
tables.
(4) Apart from detailed provisions relating to night duty etc. 
Special provisions apply also to the technical classes.
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1) Full overtime payments; The typing grades, clerical 
officers and assistants, machine operators and so on are full 
overtime grades; they are paid for each hour worked in excess 
of their conditioned week. Overtime is at time-and-a-quarter, 
after 54 hours at time-and-a-half, and at double time for any 
hours in excess of 60 - subject to defined maximum rates.
2) "Modified" overtime payments; Executive officers and 
those of comparable status are known as "modified overtime" 
grades. Though conditioned hours were 42 (44 in provinces), 
only those in excess of 46 (48 in provinces) were paid for - 
at plain time rate. Extra-duty allowance was payable in 
addition.
3) Extra-duty allowance: As a compensation for the
continued obligation to work more than conditioned hours, an
extra-duty allowance was instituted in 1947. This accrued
to all officers - established and temporary - conditioned to
42 but regularly putting in at least 44 hours, or conditioned
to 44 but working 45|- or more. Those with a salary above
£1,350 (1951) a year^ or grades eligible for full overtime,
did not receive the allowance. E.D.A. was 8 per cent of pay
for 42-hour grades regularly working 45-^  hours; for 44-hour
(2)
staff doing 45-^  hours it was 3 per cent of salary.
(1) The limit was subsequently raised in line with salary 
adjustments .
(2) For 42-hour grades worklnfl; 44 hours, E.D.A. was 5 per cent 
of pay. ^
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4) Gratuities for long hours; These gratuities were
introduced in April 1946 and accrued to non-overtime grades in
(1)
receipt of a salary of not more than £1,000 per annum,
excluding the administrative and comparable professional
classes. To qualify for the full gratuity - 10 per cent of
(2)
salary - staff had to work 48 hours in London or 50 elsewhere; 
it was payable only to the extent that it exceeded the extra- 
duty allowance. Not many staffs qualified for this particular 
brand of overtime payment.
As a result of the Report of the Priestley Commission, the
standard working week of 45-J hours has been abolished; as from
1st July 1956 normal hours of office staffs are 42 in the
London pay area and 44 elsewhere (gross in both cases). The
extra-duty allowance has likewise been abolished. A five-day
(3)
working week was (or is to be) introduced. Overtime is to be
avoided wherever possible; its regular working for long periods
is not normally to be allov/ed. All serving civil servants
were guaranteed against a drop in their "take-home pay", which
( 4)
might result from these provisions.
(1) The limit was subsequently raised in line with salary 
adjustments.
(2) If hours worked were 47 (London) and 49 (provinces) a 
gratuity at the rate of 8 per cent could be paid.
(3) For office staffs.
(4) For full details see E.G. 28/56 and E.G. 27/56, Whitley 
Bulletin (August 1956).
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Annual Leave
Civil servants are eligible for annual leave for periods 
which vary according to the class or grade in which they are 
employed and, in certain cases, length of service. The 
pattern of leave conditions v/as laid down in 1920 for the 
clerico-administrative grades; classes of later origin have had 
their entitlement assimilated to one or other of the main 
categories. Details of the leave schedules for some of the 
principal groups - excluding the nine public or privilege 
holidays - are shown below;
Days of le ay g
Gr ade ~ p er annum (
Administrative, executive and professional
classes; technical grades A, B and I 36
Technical grade II 30
Clerical officers, technical grade III 24
Shorthand-typists 21; 24 after
5 years 
in grade
Clerical assistants, typists 18; 21 after
5 years 
in grade
During the war leave absences were severely curtailed, but 
as from 1947 the full allowances were permitted - with one
(1) Established staff only; temporaries generally have less
generous leave scales.
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exception. This related to administrative, senior executive 
and most professional grades, who had a pre-war entitlement of 
48 days* leave after 10 or 15 years* service ; they remained 
limited to 36 days.
The Priestley Commission stated that they were in no doubt
that these leave schedules - especially the pre-v/ar entitlement
of 48 days for senior civil servants - were much more generous
than those found in comparable outside employment. But regard
had to be paid to past history and tradition and the fact that
the generosity of current arrangements might have been an
(1)
inducement to enter the Service. They therefore recommended
reductions - minor in some cases but more substantial in others
- and these, with certain agreed modifications, were introduced
(2 ) 
in 1956,
(3)
Superannuation
Though there is no legal right to a superannuation 
allowance - the relevant legislation is enabling, not mandatory
(1) Report3 op. cit. paras. 189-190 and 233.
(2) For details see Whitley Bulletin (Supplement^ April 1956)p .69,
(3) Estacode B e l  and M a 2-Ï". See also Introductory Factual 
Memorandum, op. cit. Chap. 9 and Priestley Report, op. cit. 
Chap. XV. Until 1.1.1953 members of certain scientific 
etc. grades belonged to the Federated Superannuation Scheme 
of Universities (F.S.S.U.).
— 88 —
- the Civil Service has a generous non-contributory pension
scheme, governed by the Superannuation Acts, 1834 to 1950.
(1)
Pensions are paid on retirement to established staff of at 
least ten years* standing, and amount to 1/80th of average 
salary during the last tliree years of employment, multiplied by 
the number of years * service; the maximum allowance is 45/80tlis. 
In addition, a lump sum gratuity - three times the amount of the 
pension - is granted. An additional widow*s and children*s 
pension scheme - as well as a (voluntary) dependants* scheme - 
were introduced in 1949; these are contributory.
(2)
The normal age of retirement used to be GO and was 
compulsory at 65. With the general movement for encouraging 
the elderly to stay at work, the conception of a "normal age 
of retirement" has been abolished, 60 now being merely the 
"minimum age". Voluntary retirement - i.e. resignation - 
before age 50 in order, say, to take up an alternative post, 
entails the forfeiting of all pension rights except in the 
case of transfer to other public employments.
(1) Unestablished staff are not pensionable but may qualify 
for a gratuity on leaving the Service. There are various 
other gratuities (short service, death, etc.) and there is 
a scheme of allowances in defined cases of injury or 
disease.
(2) 55 for certain groups, e.g. prison officers.
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Chapter 2
THE LOCAL GOVERNMENT SERVICE
Local government in this country has developed gradually
from early times, though in the modern sense of the term it is
the product of legislation of the nineteenth and twentieth
centuries. Under the existing system the law defines six
types of local authority in England and Wales: administrative
counties, county boroughs, non-county boroughs, urban districts,
(1)
rural districts and parishes. These units differ greatly as
regards size, population, functions and resources; while the
county boroughs are completely self-contained, all-purpose
authorities, the non-county boroughs, urban and rural districts
(2 )
are constituent units of the counties. . parishes are units
within rural districts. On the fringe of local government are
various public authorities such as drainage and catchment boards,
(3)
water and harbour boards, created for the specific purpose
(4)
indicated by their name.
Local authorities are subordinate to Parliament; as
compared with the central government, their work is administ­
rative rather than legislative. In general they have no powers
(1) Local Government Act, 1933 (4. Geo. 5. c. 51) s.l,
(2) The administrative county of London, with its 28 metro­
politan boroughs and the "City", has a distinct system of 
local administration.
(3) Other than national bodies.
(4) The annual (statutory) series Local Government Financial 
Statistics, England and Wales includes the transactions of 
t he s e~ bb d'i e s .
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except those specifically conferred upon them, are subject to 
central control in many respects, and with the transfer of 
hospitals, public assistance, gas and electricity to national 
organs of administration, they have lost several major fields 
of activity. Nevertheless, their functions still cover a wide 
field; the most concise way, perhaps, of conveying an idea of 
their range is to show the combined expenditure of local 
authorities under the various heads for a recent year :
Local authorities - England and Wales
Rate Fund Services .
----------------------------------------------------------------(Ij
Expenditure 1949-50
Revenue Account.
Service £ thousand
Education 257,126
Public libraries and museums 8,313
Individual health 32,120
Public health - 67,160
National Assistance - accommodation and welfare 13,805
Child welfare and child life protection 11,146
Housing 79,796
Sraall dwellings acquisition 1,037
Town and country planning 3,793
Agriculture and fisheries 8,965
Highways and bridges 62,814
private street works etc. 3,534
Public lighting - 8,459
Fire service 13,823
Police 48,582
Administration of justice 4,437
Registration of electors 2,221
Valuation expenses 1,180
Civil defence,^, 1^489
Miscellaneous 75,771
705,571
(1) Local Government Financial Statistics, England and Wales 
194*9150 (HMSO 1951) Table 1. The figures include loan 
charges on revenue account, but expenditure on capital 
account and non-rate fund services (trading services and 
special funds) is excluded.
(2) Includes emergency residual services, miscellaneous services, 
costs of rate collection, general administrative expenses, 
transfers to special funds and transfers to trading services.
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All these services are provided by the county boroughs of 
England and Wales, but are shared by the counties with the 
"districts" within their area.
Local Government Staffs
The work of local authorities is not left to leisure-time
councillors; since the eighteen-thirties a local government
(1)
service has begun to develop. Its personnel is again of many
diverse kinds; the Eadow Committee of 1934 divided it into
"officers" and "servants", the distinction being broadly that
(2)
between manual and non-manual workers. Manual employees are 
engaged in the upkeep of roads and parks; on land drainage and 
sewage work; as building operatives and in trading undertakings 
As in the Civil Service, they are a separate category as far as 
pay and the negotiation of service conditions are concerned, 
and fall outside the range of this study.
The salaried staff can be divided into those engaged in the
administration of local services and those employed in their 
operation; the distinction is not a hard-and-fast one but
(1) cf. Hill, The Local Government Officer (Allen & Unv/in, 1938) 
p. 14. For much useful information see also J.H. Warren, 
The Local Government Service (Allen & Hhwin, 1952).
(2) Ministry of Health, Departmental Committee on the \^ualific- 
ations. Recruitment, Training and Promotion of Local 
Government Officer^ (HMSO 1934) 'para. ÏO.
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corresponds by and large to the realities of collective bargain­
ing. The "operators" include such well-defined groups as 
teachers, police, firemen and health workers; all these have^ 
their own pattern of remuneration and negotiating machinery.
The Burnham Committees, for instance, fix the salaries of 
teachers; statutory sanction is given to these by the Plinister 
of Education. The pay of health workers - many of whom are 
to be found both in the national and "public health" (i.e. 
local government) field - is now determined by special Whitley 
Councils, set up under the National Health Service. Fire 
brigade personnel, probation officers and police, though 
employees of local authorities, have their salaries promulgated 
in the form of statutory regulations by the Home Secretary, 
though the latter acts on the recommendations of the appropriate 
negotiating body. We deal with these various categories in 
later chapters.
Administrative, Professional, Teciinical and Clerical Workers
Here v/e are concerned v/ith those engaged in the 
administration of local services, employed in the various 
departments into which the work of local authorities is divided.
(1) For a comprehensive review of local authority joint
negotiating machinery see M. Turner-SamueIs, Industrial 
Negotiation and Arbitration (Solicitors* Law St a t'ldner y 
Society, 1951) p. '14 and pp. and Oakes & Dacey, An Outline 
of Local Government and Local Finance in England and Wales 
(Sweet & Maxwell, 1950) Chap. 18.
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The great majority of these now come under the jurisdiction of 
the National Joint Council for Local Authorities* Administrative, 
Professional, Technical and Clerical Services, a standing body 
consisting of representatives of employing authorities and
I
officers, plus an independent chairman appointed by the central
government. Statistics as to their precise number were not
(1)
available at the time of writing; an estimate relating to the
end of October 1948 put the total at approximately 150,000
(2)
permanent staff. In addition to clerical and administrative 
workers, this figure includes certain technical and professional 
grades such as engineers, surveyors and sanitary inspectors, 
but not the broad groups of salaried, "operatives" mentioned 
earlier. The estimate also excludes all employees of the 
London County Council, for whom separate negotiating machinery
(3)
is in existence.
Recruitment ; The Hadow Report of 1934 spoke of the lack
of uniformity in the recruitment, qualifications, training and
(4)
promotion of local government officers, but since then a
(1) cf. Guides to Official Sources No. 3; Local Government 
Statistics Plgures published in e.g. the
Ministry of Labour Gazette, December 1952, do not give the 
necessary breakdom.
(2) National Joint Council for Local Authorities* Administrative, 
professional. Technical and Clerical Services, A Survey of 
the Local Government Service (1950) p. 9.
(3) See post. This chapter does not cover L.C.C. staffs.
(4) Hadow Report, op. cit. para. 18 and Preface.
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considerable measure of s tandardis at ion has been achieved.
The great majority enter the service at 15 or 16; a smaller 
number come at what might be termed Civil Service "executive" 
level, i.e. 18-19. Professional workers - accountants, lawyers, 
engineers - enter after qualifying or may train in the service; 
university graduates of the "administrative" type are not 
systematically recruited.
Salaries: Under sections 105(2), 1Q6(2) and 107(2) of the
Local Government Act, 1933, authorities are free, with certain
exceptions, to pay "such reasonable remuneration as they may
determine"; until comparatively recently there was no
uniformity in the terms of employment of' local government 
( 2 )
salaried staff. Up to the first world war each individual
authority had complete freedom of action in the matter; in the
opinion of one expert, at any rate, standards were often poor
(3)
both as regards qualifications and pay. After that .war, 
though the new movement of vhitleyism took root elsewhere, its 
success in local government proved abortive; a national scale
of salaries issued by the short-lived Local Government National
(1) îÆr. Hill in The Local Government Officer (op. cit. p. 33) 
writes that though there was no national scale, there was 
a "strong resemblance" running through the ^ay.sheets; 
some representative pre-war scales are given"’j^^pendix l|.
(2) Throughout the rest of this chapter "local government 
salaried staff" is used in its narrow sense, i.e. 
excluding teachers, police, etc.
(3) J.H. Warren, Municipal Administration (Pitman, 1948) p. 172
- 95 -
(1)
IVhitley Council of 1920 was almost generally ignored.
Attempts at revival were made subsequently, but not until 
the early forties was the country covered by a system of 
provincial councils; even then fewer than one-third of 
authorities were affiliated.
When the National Joint Council was reconstituted in
1944, it was faced with fifteen provincial councils* differing
codes of salaries; it resolved to introduce a national system
of remuneration. After prolonged negotiations this decision
(2)
bore fruit, and a national "scheme of conditions of service" 
was approved early in 1946. The "Charter", as it became 
known, applied to all administrative, professional, technical 
and clerical staffs of local authorities - other than the 
L.C.C. - in England and Wales, with the exception of town etc. 
clerks, certain chief officers and all those with basic pay 
of more than £700 a year. After this start, things moved 
relatively fast. The limit of £700 has been progressively 
raised and now entirely abolished. Further, negotiating
(1) cf. Local Government Service (organ of NALGO (National 
AssoGlâtiôh 6T Ldcàl GôVeMEîent Officers, now National 
and Local Government Officers* Association)) March 1951, 
p. 388.
(2) National Joint Council for Local Authorities* Admin­
istrative, Professional, Technical and Clerical Services, 
Scheme of Conditions of Service, 1st ed. (January 1946).
A revised edition was issued in June 1949; all subsequent 
references are to the latter unless otherwise stated.
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committees - for town and district council clerks and for 
chief officers - were constituted in 1948 and have drawn up 
salary schemes. As a result, practically all local government 
staff are now covered by national agreements.
The national "scheme of conditions"; The purpose of the
Charter - the first viable set of national service conditions
in the history of British local government - was to secure an
improvement of both the status and standard of the local
government service. The new salaries were fixed "after
considering existing scales in comparison with rates of
remuneration in comparable occupations and after reviewing
changes in remuneration generally"; the -underlying principle
was that local government should not take the lead in
determining pay standards but be in the "first flight of good
(1)
employers". The scales were not legally binding on local
(2)
authorities, but the great majority adopted them voluntarily.
The Charter first became operative on 1st April 1946,
(1) See introductory statement issued by National Joint Council, 
Local Government Service (Feb. and March 1946).
(2) By August 1947 1,40? out of the 1,530 local authorities 
in England and Wales had adopted them; staff eligible but 
not yet brought under the Charter amounted to less than 1 
per cent.
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( 1 )
though It was applied in stages to serving officers. It 
provided for five main "divisions": general, clerical, higher
clerical, miscellaneous, and administrative, professional and 
technical (A.P.T.). Apart from the general division where 
salaries were linked to age throughout, the divisions consist 
of a number of abstract grades; they merely provide a frame­
work, to be applied to individuals and posts by the detailed 
process of grading.
’/i/hen the Charter was first introduced, it was widely
(2)
welcomed by employing authorities and trade unions alike.
As the latter pointed out, the nev/ rates represented a sub­
stantial improvement on all existing provincial council scales 
- and these had by no means been universally adopted. At 
the same time it was realised that the application of the 
division scales would be all-important, while certain features 
of the Charter - such as the retention of sex differentiation 
at the lower levels - came in for unfavourable comment.
(1) For general division staff the increases v/ere not payable 
in full until October 1947; in the other divisions not 
until April 1947, where the total rise was more than £40.
(2) See e.g. Local Government Chronicle (14.2.1948) p. 153 
and Local Government^ ~SeFvTce"T^el) .-March 1946) editorial 
comment. President * s statement to press, etc.
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The new scales had not affected the cost-of-llvlng bonus
which continued to accrue in addition to basic pay, but which
had been unchanged since 1945 at £59.16.Od. per annum* for men,
with lesser amounts for women, juveniles and those with
salaries above £1,500. Discontent became widespread, and in
early 1947 the staff side formally requested its revision.
This was turned down by the employers, and eventually the
dispute was submitted to the National Arbitration Tribunal.
(1)
The latter *s av/ard - effective from 1st January 1948
consolidated bonus and basic salary for all, but granted
(2)
Increases only to the general and clerical divisions. It
(3)
was a great disappointment to the staff.
The wage-freeze was highly effective in local government;
no change in remuneration took place between 1948 and 1950.
In July of that year the staff side gave notice of their
intention to apply for enhanced pay, and subsequently
presented a claim covering all the Charter categories. The
(4)
staff contended that they had an unassailable case in view of
the steep rise in the cost of living since 1946, the serious 
recruitment difficulties and the hardship and frustration
(1) National Arbitration Tribunal Award No. 1051 (EMBO 1948).
(2) And to women in the A.P.T. division, through the 
consolidation of the "male" bonus.
(5) See editorial. Local Government Service (March 1948).
(4) For text of formal claim see Local Government Service 
(February 1951) p. 352.
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caused among existing officers; the claim was supported by a
nation-wide campaign and received much publicity. Agreement
was reached in April 1951, the increases ranging from £15 to
£65 a year. 'Mbile the amounts granted to those in the upper
reaches of the general division were not far sljort of the 20
per cent asked for, the flat-rate improvement of £50 for the
A.P.T. grades meant proportionate increases very much less
than this; those at the top of the A.P.T. division received
nothing, in view of the National Council*s limited jurisdiction,
The settlement again caused much disappointment among higher-
(1)
paid officers.
In January 1952 a fresh application for an increase was 
submitted, together with a proposal that henceforth remunera­
tion should be adjusted periodically in relation to the 
M n i s t r y  of Labour*s -Index of Wage Rates. The Industrial 
Disputes Tribunal, who had to adjudicate the dispute, awarded
from £10 to £25 for the general division and £25 for all other
(2) (3)
staff. The new rates became operative on 1st July 1952.
(1) See e.g. "Readers * Forum", Local Government Service (June 
1951). . . .   _
(2) Industrial Disputes Tribunal Award No. 195 (HMSO 1952).
The rates for women and certain other categories were to 
be settled in the light of these figures.
(3) A number of further increases have been effected since, 
as well as a recasting of the divisions in 1955 for which 
see post.
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(1)
The General Division
This is by far the largest of tbe divisions; it includes
staff "engaged on duties dealing with particular matters in
(2)
accordance with well-defined instructions and regulations".
It carries out all the routine clerical work of the service, 
though since April 1952 there is a separate pattern of 
salaries for typing and machine operator grades. Recruits 
usually join straight after leaving school. The Charter 
originally provided that entrance should be by competitive 
examination, the standard of which v/as to be not less than 
that of the School Certificate ; however, insistence on this 
was subsequently declared impractical, due to recruitment 
difficulties.
TABLE 11
AS Table 11 shows, the scale is linked to age throughout, 
the maximum being reached at thirty. There is no automatic 
advancement to the higher classes. It was the intention of 
the Charter that a general division officer should not 
normally be eligible for such promotion unless he had passed 
the Clerical Division Examination (or equivalent) but
(1) This and the following sections deal with the local govern­
ment salary structure prior to its re-organisation as from 
1-1.1955.
(2) Scheme of Conditions, op. cit. p. 17.
Table 11
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LOCAL GOmNMENT
G e n e r a l  D i v i s i o n
(Men^ England & Wales
S a 1 a r y S c a l e  a s f r o m
l.L.19l6^ 1 .1.1918
K
I.U.1951
Age £ p.a. £ p. a. £ p. a.
16 89. lU. 0 135 150
17 lOli. lit. 0 litO 165
18 126. U. 0 l60 180
19 ' 155. 2 . 0 180 200
20 1 8 1. 1 2. 0 200 220
21 219. 16. 0 220 2lt5
22 2ltlt. 1 6. 0 2lt5 270
23 259. 1 6. 0 260 290
2h 2?lt. 1 6. 0 275 310
25 289. 1 6. 0 290 335
26 30lt. 1 6. 0 305 360
27 3 1 9. 1 6. 0 320. 380
28 33lt. 1 6 . 0 335' Uoo
29 3li9. 1 6 . 0 350 llio
30 359. 1 6. 0 360 ll25
31 370
32
-
385
(1) For additional allowance payable in London see text.
(2) All figures in this column include cost-of-living bonus. Staff 
employed before 1.1;.19U6 did not receive these rates in full until 
1.10.19U7.
X As from 1.7.1952 all salaries were increased by amounts ranging 
from £10 at age 3.6 to £25 at 30; they have been further revised 
since.
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authorities have again found it impossible to insist on the 
letter of the law. For several years, therefore, they were 
permitted to "exercise a degree of discretion" in the matter, 
though the provision is now fully operative.
The Clerical and Higher Clerical Divisions
The clerical division includes officers "performing
duties of a clerical character which, having regard to their
character and responsibilities, merit those officers being
(1)
classified higher than the General Division"; it is staffed
almost exclusively b y  promotees from below. The scale is
a short one, the maximum being reached after three years.
No qualifying examination is required for advancement to the
higher clerical division, which includes "officers engaged
as supervisors of large or important sections of clerical work
or on more responsible individual work than that of the
(2)
Clerical Division"; it is very small, numerically.
TABLE 12
On consolidation of salary with bonus the clerical 
division received an increase of £20.4s.0d., but the higher 
clerical scale was merely "tidied"; the 1951 revision gave 
an additional £50 to both.
(1) ibid.
(2) ibid.
Table 12
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local GOlTERmSNT
Clerical and Higher Clerical Divisions 
(Men, England & Wales) ^
S a 1 a r y S c a l e  a s f r o m
(2)
1.U.19U6 1.1.1918 i .U.1951
£ p.a. £ p.a. £ p.a.
Clerical
division 37U.16.0 x 15-Ii19.16.0 395 x i 5 - U o I|.U5x 15-1i90
Higher
clerical
division Ii.39.l6.0xl5-It8lj..l6.0 UliOxl5-lt85
1
U90 x 15-535
1...- —  -
(1) For additional allowance payable in London see text.
(2) The figures in this column include the adult male cost-of-living bonus 
of £59 l6s. Od.; the bonus was lower for those under 21. Staff 
whose pre-Charter salary was more than^UO below the new scale, did 
not receive the full Charter rate until l.U.19U7.
X These salaries were increased by £25 as from 1.7.1952, and have been 
further revised since.
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The Administrative, Professional and Technical Division
The A.P.T. division roughly corresponds to the lower 
ranges of the administrative and professional classes of the 
Civil Service. As far as administrative staff are, concerned, 
their duties have been defined as
" those concerned with the formation of policy,
improvement of organisation, general administration 
of instructions of the employing authority and the 
control of departments, higher work in the legal, 
technical, accounting, and other departments ... "W
On the specialist side the division comprises those with ou 
legal, medical, accountancy or other qualification covered by 
a professional institute; subordinate grades on minor 
professional/technical work are also included. The most 
senior officers, however, are outside the division's scope.
The division consists of eleven grades, ranging (1951) 
from £440 to £1,000 per annum. Originally there were only 
eight; V(a) was added at the end of June 1947, the gap between 
A.P.T. V and VI having caused difficulties. Grades IX and 
X were agreed upon at the end of April 1949; in their 
application authorities are free to allocate posts to any 
point on either of the two scales, subject to automatic
(1) ibid.
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progression to the maximum of X. Otherwise, in spite of the 
tiers being very short, there is no automatic advancement 
from one level to the next, though local authorities are free 
to fix "plural grading" for any particular job - i.e. a 
salary extending over several A.P.T. scales.
Entrants to the division must either hold an appropriate
professional or technical qualification, obtain the Diploma
in Municipal Administration devised by the Local Government
(1)
Examination Board, or an examination recognised as equivalent 
such as a university degree. The Intermediate only is 
essential for A.P.T. grades I - IV, but for promotion beyond, 
the Final of the relevant examination has to be passed.
TABLE 15
The A.P.T. division had no rise between April 1946 and 
April 1951; the consolidation of bonus with basic salary in 
1948 merely involved the addition of 4s. per annum. The 
1951 agreement gave an extra £50 to all except grades IX and X;
(1) For details see Regulations and Syllabus, issued by Local 
Government Examinations Board (July 1550). Officers in 
the division on 18.10*50 were exempt from these provisions.
Table 13
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LOCAL GOVSRiœiMT
Administrative, Professional and Technical Division 
(Men and Women, England & Wales) ^
S a l a r y S c a l e  a s  f r 0 m
l.U.lpU^ ^
£ p • a*
I.I.I9U8
£ P.O.
, X
1. It. 1951
£ p. a.
Grade I 389. l6.0xl5-li3U. 16.0 390x15- 135 Iilt0xl5- U85
Grade II lil9.1 6. Oxl5-li6U. 16.0 ii20xl5- li65 Ii70xi5- 5l5
Grade III U 9 . 1 6 . 0 x i 5-U9U.16.0 L50xl5- U95 5ooxi5- 5U5
Grade IV Ii79.l6.0xl5-52it.l6.0 : U80xl5- 525 530x15- 575
i
Grade V 5l9.l6.0xl5-51i9.l6.0
x20-569.i6.0
520x15- 550
x20- 570
570x15- 600 
x20- 620
D)
Grade V(a) 5U9.1 6.0x20-60 9.16.0 550x20- 610 600x20- 660
Grade VI 59L.I6 .0x20-631.16.0 
X25-659.16.0
1 595x20- 635 
x25- 660
61t5x20- 685 
x25- 710
Grade VII 631.16.0x25-709.16.0 635x25- 710 685x25- 760
Grade VIII 681^.16.0x25-759.16.0 685x25- 760 735x25- 810
Grade I^^^
/ \ \
750x50- 900 790xU0- 910
(U)
Grade X 850x50-1,000 870xlt0- 950 
x50-l,000
(1) For additional allowance payable in London seg^ t^eDÿ.
(2) The figures in this column apply to men only(/inciuding the adult
male cost-of-living bonus of £59 l6s. Od), the bonus for women prior 
to consolidation was £l|.8 2s. Od. and less still for any juveniles
who may have held A.P.T. posts. Staff whose pre-Charter salary
was more than £.lj.O below the new scale, did not receive the full 
Charter rate until l.l)_.19t7.
(3) introduced on 31.6.19Li.7, the date of application being left to 
the discretion of employing authorities.
ik) added at end-April 19U9^ to be applied not later than 1.U.1950.
X These salaries were increased by £25 as from 1.7.1952, and have
been further revised since.
- 107 -
here the increase had to be scaled down so as not to exceed 
the £1,000 a year limit - then the ceiling of the National 
Joint Council»s jurisdiction. On the basis of the 1951 
figures, the A.P.T. I scale is £5 behind that for the clerical 
division, while A.P.T. Ill is only just ahead of the higher 
clerical division.
The Miscellaneous Classes
The miscellaneous division was originally part of the
general Charter; it provided for two grades, with salaries
between the limits of £314.16.0 - £419.16.0. A survey in
1949 revealed that this narrow range did not allow of the
satisfactory placing of all the "miscellaneous" classes;
many had for this reason been incorrectly graded elsewhere
(1)
or not classified at all. The Charter conditions of 
service - in particular hours, overtime and leave - had also 
proved unsuitable. The National-Council therefore decided 
to remove the division from the main scheme and to establish 
a separate one, sufficiently wide to cover all the 
miscellaneous categories.
(1) National Joint Council for Local Authorities* Administrat­
ive, Professional, Technical and Clerical Services, Scheme 
of Conditions of Service for the Miscellaneous Classes" of"
Officers (June 1950) p. 1.
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The new scheme became operative from 1st October 1950; it 
relates to those whose duties are neither wholly clerical nor 
wholly manual. Those within the purview of some other joint 
industrial council, or supervisors whose rate of pay is 
customarily fixed by reference to that of those in their charge, 
are also excluded. Working foremen, for example, are not 
covered, but clerks of work are. All miscellaneous employees 
have "officer" status. Recruitment is not normally by 
examination.
TABIÆ 14
Salaries are shown on Table 14. The scales relate to 
adults of twenty-one years and over; the rate for juveniles 
is to be determined ad hoc. Miscellaneous grade I is to 
apply only exceptionally. Under the 1946 Charter the maxima 
of the miscellaneous grades were equal to those of the 
general and clerical divisions, but this relationship was 
upset by the 1948 bonus consolidation. The re-organisation 
since makes current comparisons difficult.
Grading
Each department of a local authority has a fixed establish­
ment, the allocation of jobs to grades^being on the usual 
basis of "duties and responsibilities". The rule is that
(1) cf. Scheme of Conditions, op. cit. para. 26.
Table lU
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100AL GOVERNI^NT
M i s c e l l a n e o u s  C l a s s e s 
/ (2)(Men, England & Wales)
(1)
Grade I 
Grade II 
Grade III 
Grade IV
Grade V 
Grade VI
S a 1 a r y S c a l e a s  f r o m
ih) X
1.U.19U6 1 .1 .19W 1.10.1950 i .U.1951
£ p.a. £ p.a. £ p.a. £ p.a.
3 lU .16.0x15-359.16.0 315x15-360 215x10-285 285x10-325
37U.16.0x15-U19.16.0 375xl5-ii20 270x15-330 310x3-370
315x15-375 355x i5-Ui 5
360xl5-i;20 Uooxi5-Ul5
x25-IlU0
! X15-U70
)405xl5-li65 U55xl5-5i5
;
U5oxi5-5io 500x15-560^^
(1) The miscellaneous division was completely re-organised with effect from 
1.10.19$0. Salaries before and after this date are not comparable.
(2) Mscellaneous posts apply primarily to men, but where occupied by 
women, carry the same salaries.
(3) For additional allowance payable in London see text.
{h) The figures in this column include the adult male cost-of-living 
bonus of £59 l6s. Od; the bonus was lower for those under 21.
Staff whose pre-Charter salary was more than £1:0 below the new scale, 
did not receive the full Charter rate until l.I|..19U7.
(5) Where a post merits a higher salary, authorities may submit proposals 
to their Provincial Council for consideration.
X As from 1.7.1952 all salaries were increased by amounts ranging from 
£l5 to £25; they have been further revised since.
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authorities can classify staff as they please, subject to an
officer»s right of appeal - a provision of which ample use
has been made. In the early days of the Charter there was
much criticism because the National Council had not itself
determined grades for the different types of work; it was
claimed that staff were simply being placed in the category
(1)
that happened to cover their pre-Charter salary. Since
then several groups have been dealt with, and it is here that 
a national scale in the true sense of the word exists. The 
following are the main grading decisions arrived at by the 
National Joint Council at the time of writing; it is they 
which lend flesh and blood to the division scales :
(2)
Division and grade
Assistant solicitors
(3)
After admission and on first appointment A.P.T. V(a)
After two years* legal experience (but (3)'
in early stage^of professional career) A.P.T. VII
Posts carrying additional duties At discretion
(1) See Local Government Service, June 1946 pp. 93 and 103, 
December 1946 p. '225",' 'and March 1948 p. 45.
(2) Source: Charter and amendments (Refs. M.l, 2 and 4).
The "decisions" became operative on various dates during
■ 1949-1951.
(3) Employing authority may recognise special merit/ability 
by a suitable placing within grade or by accelerating 
increments.
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(1)
Finance staffs
Posts requiring Intermediate ouf 
recognised accounting body(2)
Posts requiring Final (relates to 
qualified accountants in early 
stages of career).
Higher posts
Division and grade
A.P.T. Ill
A.P.T. V(a)
Ât discretion
Engineering and surveying assistants
Articled pupils, apprentices, etc.
(1)
Junior assistants who have completed 
professional training (e.g. that 
envisaged in scheme for training of 
municipal engineers).
Assistants who have completed profession­
al training and have passed Intermed­
iate o^ appropriate professional bod;fS)
Assistants who have passed Final, plus 
at least 5 years * experience (including 
period spent on theoretical training).
Higher posts
General division
A.P.T. II
A.P.T. Ill
A.P.T. V 
At discretion
(1) Other than university graduates.
(2) e.g. Institute of Municipal Treasurers and Accountants or 
Institute of Chartered Accountants.
(3) e.g. Institution of Civil Engineers or Royal Institution 
of Chartered Surveyors.
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Division and grade
Architectural assistants
Articled pupils, trainees, etc.
Assistants # 1 0 have attended full-time 
course of architecture, passed R.I.B.A. 
Intermediate or equivalent, but with 
less than 1 year*s subsequent 
experience
Do. with at least 1 year * s subsequent 
experience
Do. plus 2 years* experience
Registered architects
Higher posts
General division
A.P.T. II
A.P.T. Ill 
A.P.T. IV 
A.P.T. V 
At discretion
Librarians
Chartered librarian in charge of branch/ 
district library or of department of 
library, and supervising 3 whole-time 
officers
Higher posts
(1)
A.P.T. Ill 
At discretion
Youth employment officers
Assistant to youth employment officer
Youth employment officer in charge of 
youth employment bureau and responsible 
for vocational guidance and placement 
of school leavers of area:-
School leaving population; 
under 600 per annum
600 - 900 " "
900 -1200 I* ?
over 1200 I* "
At discretion
A.P.T. II - III 
III - IV. 
IV - V 
-V - V(a):
(1) Grading applies also to librarian-in-charge who, though 
not a chartered librarian, had at least 5 years* 
experience as such on 1.4.1951.
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Division and grade
Youth employment officers
Officers with additional responsibilities 
(e.g. for administration of youth
employment service) At discretion
Home teachers of the blind A.P.T. I
Education welfare officers Miscellaneous
"(eTg." school attendance officer) III - iv(^)
(2)
Social welfare officers A.P.T. Ill
(3)
Mental health workers
On field duties (e.g. visiting defectives 
under statutory supervision) A.P.T. I - II
On more responsible work -, A.P.T. Ill
Regularly performing duties of 
"duly authorised officer" plus
supervisory duties  ^ A.P.T. IV
Senior administrative posts At discretion
Sanitary inspectors
With statutory qualification only A.P.T. I - III
(1) Lower grade applies on first appointment, with progression
- subject to satisfactory service - to higher grade. 
Accelerated increments may be granted.
(2) Should hold academic diploma in social science or the 
local government Diploma in Municipal Administration.
(3) Special salaries apply to supervisors in occupation 
centres for mentally defective children. Psychiatric 
social workers are under jurisdiction of National Health 
Service y^hitley machinery (see post).
(4) Lower grade applies on first appointment, with progression
- subject to satisfactory service - to higher grade.
- 114 -
Division and grade
Sanitary inspectors
With responsibility for inspection of 
meat and other foods; holding statutory 
qualification plus Certificate of Meat 
and other Foods
County sanitary officers
Inspectors of weights and measures 
Inspector
District, divisional, deputy chief 
.or chief inspector
A.P.T. II - IV 
At discretion
(1)
A.P.T. II - IV
At discretion
Statutory inspectors of gas meters 
Assistant inspector 
Inspector 
Chief inspector
Miscellaneous III 
Miscellaneous V 
At discretion
The pattern that, would seem to emerge is that the fully- 
qualified but as yet inexperienced officer in one of the 
"higher" professions - law, accountancy, engineering, survey­
ing - starts his local government career in A.P.T. V or V(a),
which means a commencing salary (1951) of £570 or £600 (out­
side London). "Lower" professionals have to be satisfied
with A.P.T. I - III. Further, grading takes place at certain
key points only, such as straight after, or within a few
years of, passing certain examinations. Only one decision
(1) Lower grade applies on first appointment, with progression 
- subject to satisfactory service - to higher grade.
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has so far ventured beyond A.P.T. V(a), the usual formula being 
that, in classifying higher posts, due regard should be paid
to duties and responsibilities as well as to the standard
,1 (1)
recormiienduiLLov/er down the hierarchy - pious but not very
concrete advice•
We may add that one or two other categories have been 
considered by the National Council, such as Shops Acts 
inspectors and home help organisers ; in both cases a 
standard classification was not considered practicable. On 
the whole, national grading has proved a slow and difficult 
process, though it is not visualised that all occupations - 
or levels within these - will be dealt -with. In all other 
instances local authorities still have complete freedom in 
allocating staff to the divisions. An authority which does 
not like a particular salary award can, in theory, downgrade 
its establishment; alternatively, in the face of recruitment 
difficulties it could decide on an opposite course. Any
downgrading would of course be strongly resisted. On the 
other hand - whether the danger is real or not is another 
matter - the whole level of local government remuneration 
might rise even in the absence of a formal increase, through 
individual authorities* upgrading their establishments on
(1) See e.g. Charter amendments Refs. M.l, M.2 and M.4.
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(1)
the quiet.
Distribution of Local Authority Staff
Grading then is the key to the question of salaries in
local government; a "Survey of the Local Government Service",
published by the National Joint Council in April 1950, gave
some interesting details on this point. The Survey was
compiled from replies to a questionnaire, sent out in order
to obtain a broad picture of the local government administrât'
ive system and the working of the Charter. 66 per cent of
local authorities co-operated in the enquiry, the number of
(2)
permanent staff covered being some 116,000 officers. The 
statistics related to the 31st October 1948; no later figures 
were available at the time of writing.\
Distribution of local authority administrative, prpfessional, 
technical and clerical staff; 31.10.1948%3)
Division/grade Proportion in grade
%
General division 42.8
Miscellaneous division 7.9
(1) The leading article in the Local Government Service p.332 
(April 1949) claimed that many local authorities were in 
fact upgrading on account of serious staffing difficulties. 
To achieve such upgrading, in place of spectacular "all- 
out" offensives, was put forward as a more worth-while 
tactic after the unfavourable arbitration award of 1948 
(ibid. March 1948: Commentary by "Critic", p.45) and by 
the 1949 annual conference of NALGO (ibid. July-Aug. 1949).
(2) Survey of Local Government Service, op. cit. pp. 8 and 10.
(3) ibid. p. 11.
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Division/grade Proportion in grade
Clerical division 9.9
Higher clerical division 2.3
A.P.T. division: grade I 5.5
tt tt II 5.4
M » III 4.9
Û fi u IV 4.9
fi ft tt V ' 4.2
u tt tt V(a) .8
il tt il VI 3.3
» n tt VII 1.7
ti tt tt VIII 1.4
Salary £760-- £l,OOOCl) 2.9
Salary over £1,000 2.2
The proportions in the different grades differed 
drastically according to sex:
Division/grade Proportion in grade %
Males Females
General division. 27.4 79.0
Miscellaneous division 10.7 1.1
Clerical and higher clerical
division > 12.1 12.4
A.P.T. and higher 49.8 7.5
100.0 100.0
Thus while about one-half of men were graded as A.P.T. or 
higher, only 7.5 per cent of women were so classified, the 
great majority being in the general division.
(1) A.P.T. IX and X did not exist at the time of the survey.
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/
AS far as different types of authorities are concerned, 
the metropolitan boroughs were giving their staff a consider­
ably more favourable classification than other groups of 
local authorities:
Proportion of staff 
in general division
%
County councils 43*1
County borough councils 45.5
Borough councils 41.7
Metropolitan borough.councils 25.8
Urban district councils 40.8
Rural district councils 40.5
All local authorities 42.8
There were also significant differences within each of the
above groupings. Among county boroughs for example (average
45.5 per cent)jBirmingham had 35.6 per cent and Oldham 32.3
per cent in the general division. Sheffield and Nottingham,
on the other hand, had so classified 59.6 and 60.7 per cent of
(1)
their staff. County councils had the highest proportion -
7 per cent - in the "£760 and over" categories.
That there should be differences as between county 
councils and, say, rural district councils in the proportion . 
of senior officers employed is reasonable ; in view of the 
great disparities between authorities with the same legal 
label, variations in their grading structure are likewise to
(1) Survey of Local Government Service, op.cit. pp. 18-23.
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be expected. For foolproof comparisons we have to take tv/o 
authorities with not merely the same legal status, but also 
with approximately similar populations and staff complements. 
The following "pairs" meet these requirements:
( 1 )
Authority
(2)
Population
mid-1948
( Monmouthshire
( (county council) 316,200
(
( Sussex (West)
( (county council) 310,300
Number of 
staff /g \ 
31.10.1948 -^^
469
478
Proportion in 
general 
division
29.4
40.6
( Sheffield
( (county borough) 514,400 
{
( Leeds
( (county borough) 501,900
2,593
2,677
59.6
51.7
In both cases, though legal status and hence statutory 
responsibilities are identical and population and number of 
staff roughly similar, the proportion allocated to the general 
division differed considerably. This may partly be due to
(1) In most cases comparison is complicated because even where 
legal status and population are similar, numbers employed 
vary widely. Newcastle-upon-Tyne and Nottingham e.g.
are county boroughs with populations of 293,600 and 296,900 
respectively, but Newcastle employed only 1,144 staff as 
against Nottingham*s 1,413. Hence the fact of their 
having a different grade structure - Newcastle had 47.7^ 
in the general division as against Nottingham*s 60.7^ -, 
must be used with caution.
(2) As per Registrar-General *s Statistical Review of England 
and Wales for 1948.
(3) As per Survey of Local Government Service, op.cit. Chap. I.
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the incidence of non-statutory functions undertaken by these 
authorities, as also to differences in their administrative 
set-up or office organisation. All the same, where two 
county councils /boroughs with approximately the same populaticns 
and staff complements have graded that staff very dissimilarly, 
there is a prima facie case that at least part of the reason 
is authorities* varying evaluation of what must be largely 
analogous work. The more favourable grading in metropolitan 
boroughs, likewise, appears to be a case of these paying 
higher remuneration to their routine clerical workers over and 
above the formal London "weighting". All this is ample 
illustration of the wide discretion still left to local 
authorities in the payment of salaries-to their clerico- 
Çtdministrative workers - a latitude which they do not possess 
in remunerating, say, or manual employees.
Local authorities also have a certain discretionary power 
in the payment of increments. As a rule these are granted 
automatically, but they may be withheld because of unsatis­
factory work; alternatively, "the salary of an officer may be 
increased by an amount in excess of the no^ÿ^l scale increment 
on the grounds of special merit or ability". However, the
(1) 3 cheme of Co ndition s . op. cit. para. 23. The City of 
Birmingham^ e , 6aSse of recruitment difficulties, 
temporarily advanced the salaries of all general division 
staff by 4 increments. (City of Birmingham Proceedings 
of Council. 1947-48, pp. 675-7). '
— 1 2 1  —
staff representatives have no right to claim such special
treatment, it having been agreed that the Charter salaries
are standard rates, not minima on which local improvement can 
(1)
be negotiated. The shortness of the scales in any case 
leaves little scope for accelerating increments without 
"trespassing" on a higher grade.
Temporary officers; The Charter was intended to apply to 
permanent staff only, but any war-time personnel retained 
after October 1947 were to be placed on the "permanent" scales, 
subject to a certificate of efficiency or the possession of 
a recognised qualification. As a general principle, tempor­
ary staff is not to be recruited except for duties of limited 
duration; such workers are to be engaged on special terms.
In practice, temporary employment is far less widespread than
(2)
in the Civil Service, and does not seem to have caused the 
same complications.
Postscript
The salary pattern in the local government service was
(1) Decision of National Joint Council at meeting on 17.1.1951.
(2) On 31.10.1948 there were (in 66 per cent of local 
authorities in England and Wales) 11,906 temporary staff 
as against 116,180 permanent officers. (Survey of Local 
Government Service, op.cit. pp. 63 and 10.1 -
- 122 -
recast with effect from 1st January 1955; the National Joint 
Council decided that it was desirable to vary the Charter, in 
order both to introduce a two-tier system of recruitment 
related to educational standards, and to provide a longer 
"length of life" and more appropriate increments at the 
higher levels. The general division was replaced by a 
general and a higher general division. The latter applies to 
those who have passed the Local Government Examinations 
Board*s entrance examination or who have obtained a General 
Certificate of Education (Ordinary level) in prescribed 
subjects; the former covers those not so qualified. The new. 
scales were linked to age-points only up to 23; they are now 
entirely unrelated to age and may be extended beyond the 
normal maximum.
The structure of the clerical and higher clerical divisions 
remained unchanged In 1955, but the two divisions have since 
been amalgamated and tv/o grades added for senior personnel; 
the division now has four tiers. The eleven A.P.T. grades 
were replaced by seven in 1955, the maximum of the highest - 
grade VII - then being fixed at £1,100 per annum. The 
classification prescribed for the various professional 
categories has likewise been modified. Further increases 
for local government staffs became operative on 1st January 
1956.
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Among other salaries fixed by the National Joint 
Council are scales for superintendents and matrons of 
residential accommodation provided under the National 
Assistance Act, 1948, and of children* s homes. These 
are based on the size of the institution as shown by its 
"beddage"; in addition to cash salary, full residential 
emoluments are provided. Another group for whom recommenda­
tions are made are inspectors, foremen, depot and ticket 
clerks etc., employed in municipal road transport services. 
(Wages for drivers and conductors are fixed by a separate 
national council).
The London County Council
The London County Council is not represented on the 
National Joint Council for Local Authorities* Administrative, 
Professional, Technical and Clerical Services, and has built 
up an independent salary and wage structure. The total 
number employed by the L.C.C., including manual workers, 
domestic staff, teachers and other salaried employees, is 
approximately 60,000; those engaged on administrative,
professional and clerical duties - i.e. analogous to the
(1)
"Charter" grades - number about 11,000. There are three
(1) Establishment Committee Report (6.3.1951) p. 137.
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main classes on the clerico-administrative side: the typing
grades, the general clerical class and the major establishment; 
in addition, there is a small higher clerical class. Special 
scales are fixed for the various professional categories in 
the Council*s employ, but where - as in the case of teaching 
or nursing - nation-wide rates exist, the L.C.C. invariably 
adopts these.
Clerks and Chief Officers
Local authorities are required by statute to employ certain 
categories of senior staff. All county, borough and urban 
district councils must appoint "fit persons" to be clerk, 
treasurer, medical officer of health and surveyor, respectively, 
and all authorities except counties must have one or more
CD-
sanitary inspectors. The employment of certain others - 
chief education officers, for instance - is obligatory under 
other legislation. Over and above these statutory appoint­
ments, the number of chief officer posts varies according to 
type of authority, non-statutory activities and departmental 
set-up.
(1) Local Government Act, 1935, Part IV, ss. 98-107.
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The lack of negotiating machinery for dealing with the
pay of these most senior personnel and the resultant
"chaotic and difficult position" led in 1948 to the setting
up of two bodies, the Joint Negotiating Committee for Town
Clerks and District Council Clerks and the Joint Negotiating
(1)
Committee for Chief Officers of Local Authorities. These
two Committees are less formal bodies than the National
Joint Council - of which they are independent - and many local
authorities were reluctant to implement their recommendations:
By the end of 1951 about 75 per cent of boroughs had adopted
the proposed salaries for town clerks, while about 59 per cent
of the authorities affected had applied the scales (or not
less favourable rates) laid down by the chief officer Committee,
However, a decision of the Industrial Disputes Tribunal in
(2)
November 1951 clearly established the enforceability of the
latter ; a number of further awards by that Tribunal confirmed
that local authorities must pay their chief officers in
(3)
accordance with the salaries fixed by the Committee.
(1) See Joint Negotiating Committee for Town Clerks and 
District Council Clerks, Memorandum of Recommendations 
(8.9.1949) Preamble, para. T. Por a brief account of 
the negotiations leading to the formation of the 
Committees see Oakes and Dacy, loc. cit.
(2) Award No. 57.
(3) See Industrial Disputes Tribunal Award Nos. 232, 233, 234, 
241, 246 and 250 (HMSO 1952). The position regarding 
the enforceability of the recommendations of the Joint 
Negotiating Committee for Town Clerks had not been 
clarified at the time of writing.
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Town and District Council Clerks
The Joint Negotiating Committee for Toi,vn Clerks and
(1)
District Council Clerks was set up to deal with all clerks
of local authorities other than those of county councils.
The first memorandum on remuneration was sent to local
authorities in September 1949. It was for "their information"
in the first place, but subsequently it was agreed that the
new salaries should become operative in two stages - as from
(2)
1st October 1950 and 1st October 1951. Conditions of 
service applied from October 1949.
The memorandum defined the clerk*s status as that of 
chief executive and administrative officer of tbe council, 
responsible for co-ordinating the whole of its work. It is 
his duty to convene meetings, prepare minutes and reports, 
advise the mayor or chairman, and he is also responsible for 
the conduct of major negotiations. The question of his 
qualifications has given rise to some controversy: There is
no parallel in local government to the top-level "pure 
administrator" of the Civil Service; usually the clerk is a 
solicitor. However, the view has been expressed that it is 
from an ingrained habit of mind rather than from any positive
(1) Deputy town clerks come under the chief officer Committee.
(2) See Second Memorandum of Recommendations (15.9.1950).
The method of implementation was based on the "Chorley" 
model: one-half of any increase due became payable on_
1.10.1950, and the full amount on 1.10.1951. Special 
provisions applied to those within 5 years of retirement.
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conviction that most oeople regard it as proper that he should
(1)
be so qualified.
The Joint Negotiating Committee*s recommendations are 
not in the form of fixed scales ; the principle of salary 
ranges, variable within prescribed limits, has been adopted. 
The Committee has pointed out that clerks* responsibilities 
differ even where the population served is similar, and that 
there are local factors - such as the higher cost of living 
in London and the fact that some clerks also act as their 
authority*s chief financial officer or legal adviser - which 
could best be dealt with by giving authorities a certain 
latitude in the actual determination of scales. Fourteen 
sets of ranges, based on population groups, have been laid 
down; each authority is free to fix the commencing salary at 
any point within the appropriate range, but it has no dis­
cretion as regards the number and amount of increments. In 
drawing up the schedule the Joint Negotiating Committee had 
the economic situation, the 1948 YiJhite Paper on Personal
Incomes^g]^d Government appeals for moderation "prominently 
in mind".
TABLE 15
(1) See article on "Legal Education", Local Government 
Chronicle (10.6.1950). The Hadow Report (op.cit. paras. 
^8-100) had emphasised that administrative ability was 
the essential qualification.
(2) Memorandum of Recommendations, op.cit.Preamble, paras.4-5.
Table l5
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LOCAL GQVERMNT 
Town Clerks and District Council Clerks 
(England & Wales)
11) : 
Salaries as from 1.10.1950’s
Population of 
Authority Mnimum Salary Annual Increments Maximum Sa3.ar^
£ p.a. £ p.a.
Under 5^000 5oo- 650 3 of £50 650- 800
5/10,000 700- 85o 3 of £50 850-1,000
io/i5,ooo 800-1,000 1* of £50 1,000-1,200
15/20,000 1,000-1,200 I* of £50 1,200-1,1*00
20/30,000 1,150-1,350 1* of £50 1,350-1,550
3oA 5 , ooo 1,350-1,550 1* of £50 1,550-1,750
1*5/60,000 1,500-1,750 5 of £50 1,750-2,000
60/75,000 1,750-2,000 2 of £100, ,1 of £50 2,000-2,250
75/100,000 2,000-2,250 2 of £100, 1 of £50 2,250-2,500
ioo/i5o,ooo 2,250-2,500 2 of £100, 1 of £50 2,500-2,750
150/250,000 2,500-2,750 2 of £100, 1 of £50 2,750-3,000
250/1*00,000 2,750-3,000 2 of £100, 1 of £50 3,000-3,250
1*00/600,000 3,000-3,250 2 of'£100, 1 of £50 3,250-3,500
Over 600,00^ ^ Not less than 
3,250 At discretion
‘1
(1) excluding all additional fees payable if acting as clerk of the peace, 
returning officer, registration officer, etc.
(2) and Cities of London and Westminster.
X These salaries were introduced in instalments, and in many cases not 
payable in full until 1,10.1951. They have now been revised.
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All authorities with populations over 600,000 have
complete liberty as regards the maximum of their clerk * s pay;
in view of their special position, the Cities of London and
Westminster are also in this category. If a clerk also holds
(1)
the post of clerk of the peace - the principal officer of a
court of quarter sessions - an additional salary in respect
(2)
of that office is payable to him. Further, he is entitled
to keep the personal fees arising from his acting as returning
officer, acting returning officer and registration officer
at parliamentary and local elections, nearly all town clerks
(3)
having some duties in connection with these. Moneys, such 
as those paid by articled clerks, may likewise be retained. 
These various additions may be quite substantial.
Chief Officers
The Joint Negotiating Committee for Chief Officers is 
responsible for the pay and service conditions of certain
(1) The appointment arises only in those boroughs having a 
separate court of quarter sessions, and in many cases is 
a separate appointment; See Municipal Year Book 1951-2, 
section 33.
(2) Halsbury* s Statutes of England, 2nd ed., vol. 14, p. 703.
(3) Fees and allowances for registration officers are fixed 
by the Treasury under s. 44 of the Representation of the 
People Act, 1949 and those for (acting) returning officers 
in the Returning Officers* Expenses (England and Wales) 
Regulations, 1950 (S.I. 1950 No. 769). The amounts vary 
with the constituency*s population, precise duties 
undertaken, etc.
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chief officers whatever their remuneration, and for all 
other staff - chiefs and others - with salaries in excess of 
the Charter ceiling. Town etc. clerks, chief medical 
officers, chief constables and so on, for whom separate 
machinery exists, are outside its scope.
The first memorandum of recommendations was issued in 
(1)
September 1950, the new salaries again being operative in 
instalments as from 1st October of that year. The memo­
randum applied only to chief accountants, treasurers, 
engineers, surveyors, architects and chief education officers ; 
these are the categories for whom the Negotiating Committee 
is the competent body whatever their salary. (Other chief 
officers are subject to the jurisdiction of the National 
Joint Council (A.P.T. etc.), if their pay is under £1,000 
per annum.)
TABLS 16
’While the basis of the chief officer agreement is
identical with that for town clerks, the general level of the 
chief officer ranges is considerably lower. The maximum
(1) Joint Negotiating Committee for Chief Officers of Local 
Authorities, Memorandum of Recommendations (12.9.1950).
Table l6
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LOCAL GOWii^îMlNT
C h i e f  O f f i c e r s
(Accountants and Treasurers, Engineers and Surveyors, 
________Chief Education Officers, Architects)______
(England & Wales)
Salaries
X
as from 1.10.1950
Population of 
Authority MLnlraim Salary Annual Increments lîaxiimm Salarj
Under 5,000
£ p.a.
1*50- 600 3 of £50
£ p.a.
600- 750
5/10,000 600- 750 3 of £5o 750- 900
io/i5,ooo 600- 85o 3 of £50 750-1,000
15/20,000 750-1,000 3 of £50 900-1, |*5 o
20/30,000 800-1,100 3 of £50 950-1,250
30/1*5,000 900-1,300 1* of £50 1,100-1,500
1*5/60,000 1,050-1, Li50 1* of £50 1,250-1,650
60/75,000 1,250-1,650 1* of £50 1,1*50-1,850
75/100,000 1,350-1,850 5 of £50 1,600-2,100
100/150,000 1,550-2,050 5 of £50 1,800-2,300
150/250,000 1,750-1', 150 2 of £100, 1 of £50 2,000-2,500
250/1*00,000 2,000-2,500 2 of £100, 1 of £50 2,250-2,750
1*00/600,000 2,100-2,700 3 of £100 2,1*00-3,000
(1)
Over 600,000 At discretion At discretion
(1) and Cities of London and Westminster.
X These salaries were introduced in instalments, and in many cases 
not payable in full until 1.10.1951. They have now been revised,
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possible remuneration for the town clerk - excluding additional
fees - of an authority with a population of 400,000-600,000,
for instance, is £3,500; for chief officers it is £3,000.
However, the discretion conferred on local authorities is
much greater in the case of chief officers. An authority in
the 400/600,000 group, for example, can fix a commencing
salary for its chiefs anywhere between £2,100 and £2,700; as
regards its town clerk the range of its discretion is only 
(1)
£250. It is recognised that a local authority "would not 
necessarily wish to place each chief officer upon the same 
salary scale" - a matter to be decided in the light of local 
circumstances. The rates for chief officers are inclusive; 
no fees are to be retained, though articled pupils may be 
taken on. As in the case of clerks, all approved out-of- 
pocket expenses are refunded.
As pointed out, a number of authorities have been 
reluctant to apply the chief officer agreement, but were 
brought to heel by the Industrial Disputes Tribunal. The
question of salaries for other staff within the Committee*s 
jurisdiction - i.e. those above the Charter ceiling but not 
covered by the first memorandum - has likewide proved difficult.
(1) The difference is less in the case of smaller authorities, 
and disappears in the two lowest population groups where 
the "range of discretion" is £150 under both memoranda.
- 133 -
though, recommendations were eventually issued in May 1952, 
operative from 1st April of that year. Nine scales, 
ranging from £1,000 to £2,000, were laid down; it is up to 
each authority how to allocate staff and they may pay a 
figure in excess of £2,000. Remuneration here is not based 
on population.
Clerks of County Councils
Section 99 of the Local Government Act, 1933, stipulates
that "every county council shall pay to the clerk of the
council such reasonable salary as may be determined by the
(1)
council, subject to the approval of the Minister". County 
council clerks are thus in a somewhat special position, and 
at the time of the 1946-1948 negotiations culminating in the 
formation of the town clerk and chief officer Committees, 
declared themselves unwilling to participate in more formal 
negotiating machinery.
In 1945 the County Councils Association submitted to the 
Minister of Health - at the latter ' s request - ranges of 
salaries to be used for his guidance in discharging his
(1) Originally the Minister of Health, now the Minister of 
Housing and Local Government. The salaries of clerks 
appointed before 1931 are subject to the approval of the 
Home Secretary.
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statutory function of approving the remuneration of county
council clerks. Revised recommendations were drawn up in
(1)
1951, substantially in excess of those of 1945; these are set
out below. It should be added that these are not negotiated
scales as are those for toi,m clerks and chief officers ;
although the clerks' representatives were consulted, the 
#
rates are essentially the proposals of the employers. The 
new schedule was again to be applied on the Chorley model, 
i.e. in stages beginning on 1st October 1950.
Clerks of county councils; Recommendations of 
County Councils Association______________
Population Minimum salary
£ p.a.
1,600 - 1,900 
1,900 - 2,200 
2,200 -  2,^00
2,450 - 2,750
2,700 - 3,000 
3,000 - 3,300 
3,300 - 3,600 
At discretion 
but not less 
than 3,600
Not exceeding 
60,000 
60/75,000 
75/100,000 
100/150,000 
150/250,000 
250/400, 000 
400/600,000 
Over 600,000
Increments Maximum salary
£ p.a.
5 of £50
2 of £100 
1 of £50
1,850 - 2,150 
2,150 - 2,450
2,450 - 2,750
2,700 - 3,000 
2,950 - 3,250 
3,250 - 3,550 
3,550 - 3,850 
At discretion 
but not exceed­
ing £4,500.
These scales were drawn up to apply to clerks who receive
(1) Both sets of recommendations are set out in a Report to 
the Parliamentary and General Purposes Committee of the 
County Councils Association, published in Supplement to 
Official Gazette (April 1951) p. 92 and ppT"^-----------
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an additional salary in respect of their office of clerk of 
the peace; where a county council clerk does not so act, his 
maximum in an over-600,000 authority, for instance, would be 
"not exceeding £5,000". The amounts accruing to clerks of 
the peace vary widely; they do not necessarily depend on popu­
lation, as the incidence of quarter sessions business is partly
(1)
independent of the latter. Pees received as acting returning 
officer at parliamentary elections or from articled clerks are 
also additional, but others - including those received as 
registration officer - are to be handed over to the county fund. 
In practice, there is a certain amount of variation in the 
precise terms on which salaries are paid.
The basic remuneration of county council clerks is higher 
than that of tovm clerks, but while the former is inclusive of 
fees as registration-officer, these are an additional emolument 
for the latter. At the same time, clerks of county councils 
almost without exception act as clerk of the peace, while in 
the case of boroughs - insofar as the appointment arises - the 
two are frequently separate appointments. Comparisons are 
difficult in the circumstances.
(1) cf. 'Hal 8 bur y ' s St atutes o f JPngl and^ 2nd ed., vol. 14 p .
703. Clerks appointed before 1931 receive a single salary 
in respect of their two offices (in their case always held 
jointly)." Special arrangements apply in London and 
Middlesex.
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Sex Differentiation
It is estimated that at the end of 1948 women constituted
about thirty per cent of the total labour force in local
(1)
government administration. In the general, clerical and 
higher clerical divisionsihe ratio of women's to men's scales 
used to be, as in the Civil Service, approximately eighty per 
cent; owing to the very narrow differentials, this meant that 
the higher clerical division maximum for women was (1951) only 
£5 above that of the male general division. At the A.P.T. 
level men and women have had identical scales throughout, and 
sex equality has also been extended to the miscellaneous 
classes. The memoranda dealing with the salary ranges for 
chief officers, town, and county council clerks likewise do 
not discriminate between the sexes.
vyhether there is equal pay in practice is a somewhat 
delicate point, as the system of'grading obscures the situation. 
As was shown earlier, only a very small proportion of women 
hold higher posts, and there have been complaints that women 
officers have been allocated to the clerical divisions, 
where their male colleagues on more or less identical duties
(1) Survey of Local Government Service, op.cit. p. 9.
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(1)
have been graded as A.P.T. Among town etc. clerks and the
more august of county and county borough chief officers
women are quite the exception, though they do hold posts as
chief children's officers and, to a lesser extent, chief
librarians. There is also a sprinkling of female chief
archivists, (deputy) medical officers of health and housing
(2) 
managers.
In April 1955 the National Joint Council announced that, 
following the action taken by H.M; Government, it had agreed 
that equal pay should be introduced into the local government 
service by an analogous scheme.
Provincial Differentiation
Local government salaries are expressed as provincial 
rates; they apply throughout England and Wales, but in the 
Metropolitan Police Area an additional London weighting is 
paid. It accrues to all except clerks and chief officers, 
in whose case authorities are able to weight the scale itself 
without making a formal addition. While in the Civil Service 
the amount of differentiation varies with salary, the local 
government London allowance is now exclusively determined by 
age.
(1) See Local Government Chronicle (9.7.1949) p. 684.
(2) See Municipai Y e a r b o o k  and public Utilities Directory, 
1951-2, sections 31 and 33.
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London weighting
All divisions (male and female)
£ p.a.
16 - 20 10
21 - 25 20
26 and over 30
(1)
These rates were introduced on 1st April 1948. Attempts
since then to secure a more favourable weighting - and a
system of allowances for large provincial cities - have come
( 2 )
to nought; in May 1953 the Industrial Disputes Tribunal
ruled that the claim for a higher allowance had not been
established. As pointed out, however, there is some evidence
that metropolitan borough employees are graded more favourably
than their provincial colleagues, and are thus compensated for
(3)
their relatively meagre London addition.
Hours and Overtime
Hours in local authority offices used to vary greatly 
before the war, but have now been standardised at thirty-eight
(1) Previously, men in the general division had the same 
allowance; all other male staff received £20, except 
miscellaneous grade I officers who received £30. Women 
were paid 80 per cent of the corresponding male addition, 
except in the A.P.T. division where there was no 
differentiation.
(2) Award No. 354.
(3) In 1953 the National Joint Council authorised increased 
. scales/higher grading for certain classes of officers
employed by the metropolitan boroughs and Birmingham 
Corporation.
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per week. Work in excess of the normal is discouraged; if
unavoidable, overtime is paid for at plain time rate for the
(1)
first ten hours and at one-and-a-quarter for any hours in
(2)
excess of t e n . Chief officers and other comparable
categories, as well as those with basic salaries in excess of
(3)
£545 per annum, are not eligible for compensatory payments, 
though they may qualify for meal allowances. The standards 
for "miscellaneous" employees are somewhat different.
Annual Leave
Leave entitlement is less generous than in the Civil
Service but, despite repeated attempts, the staff have not
( 4)
so far secured an improvement on the 1946 schedule which is 
shown below:
(1) Subject to a minimum daily payment to junior officers.
(2) Extra time of less than one hour on any one day is 
ignored.
(3) This limit has varied with each pay adjustment, the 
figure of £545 being that operative from 1.4.1951. The 
current provision is that no overtime is payable to 
those in or above A.P.T. Ill and clerical division grades 
III or IV (new grade structure).
(4) The leave schedules i.e. remain basically as shown, 
though they have been modified to take account of the 
new grading arrangements.
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Grade
Juniors up to age 21
General division officers 
over 21; miscellaneous 
grades I and Il(l)
Clerical and higher clerical; 
miscellaneous grades III-IV; 
A.P.T. grades I-V.
A.P.T. grades V(a)-VIII
A.P.T. grades IX and X
Town and district council 
clerks; chief officers
Number of working days 
p .a.
12
15
18
21
At employing authority's 
discretion
4 weeks (minimum)
All statutory and national holidays are granted in addition
(2)
Sup er annua t i on
The local government service has a compulsory and
contributory system of superannuation. Pension is
calculated on the average salary for the last five years of
employment, at l/GOth for each year of contributory and at
(3)
1/120th for each year of non-contributory service. The
(1) Since 1.10.1950.
(2) A widow's pension scheme and various other benefits were 
Introduced by the Local Government Superannuation Act, 
1953.
(3) Non-contributory service : e.g. before age 18.
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retiring officer may pay an additional sum into the
superannuation fund, in order to acquire the right to a
pension of up to two-thirds of pay. Staff contribute 6
(1)
per cent of remuneration.
(1) For other conditions of service (sickness payments, ' 
travelling expenses, etc.) see Charter and amendments.
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Chapter 5
EDUCATION
There was nothing approaching a system of elementary
education until the establishment of the "charity" schools
of the seventeenth and eighteenth centuries, later
supplemented by the widespread setting up of Sunday schools*
In the nineteenth century a more comprehensive effort by
various religious bodies led to the foundation of voluntary
schools ; gradually these superseded the earlier institutions.
The State's interest in the field goes back to the
(1)
institution of annual grants in 1833; at that time large
(2)
numbers were still entirely without schooling, the principle 
of compulsory education not being accepted until the 1870s• 
The Government's direct concern with higher education dates 
from the turn of the century, though numerous privately- 
endowed grammar and- several "public schools" had b y  then a 
long history*
The central authority now responsible for publicly-aided 
education in England and Wales is the Ministry of Education*
(1) Board of Education, Report of the (McNair) Committee on 
the Supply, Recruitment and Training of Teachers and 
Youth Leaders’^"HIvISO 1944) paras, 107 and 15* Throughout 
the period there were also a number of "dame" schools,
(2) cf. Report of M n i s t r y  of Education, Education in 1947, 
Cmd. 7426 (HMSO 1948) p. 10. '
(3) For a fuller account see Ministry of Education, A Guide
to the Educational System of England and Wales (HMSO 1945)
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It does not provide, own or directly control any educational
institution, administration being decentralised among 146
local education authorities - the counties and county boroughs
of England and Wales. They receive grants from the central
government amounting to more than three-fifths of their
(1)
expenditure, the balan.ce falling on the rates.
The Education Act of 1944 effected a complete re­
organisation of the educational system. It divided the 
latter into three - primary, secondary and further education - 
and made it the duty of every local education authority "to 
contribute towards the spiritual, moral, mental and physical 
development of the community by securing that efficient
(2)
education throughout those stages shall be available
Primary education includes the nursery, infant, junior and
"special" school stages up to the twelfth year; secondary
education covers grammar, secondary technical and secondary
modern schools. Further education comprises all types of
provision for those over compulsory school age, including
vocational and non-vocational courses, the provision of
( 3 )
county colleges and the youth service.
(1) Total estimated expenditure for 1952-53 from central and 
local funds combined was £m328 (Cmd, 8488, HMSO 1952,
p. 9).
(2) Education Act, 1944 (7 & 8 Geo, 6,c, 31) s ,7.
(3) These will in due course provide compulsory courses of 
one day per week or equivalent for those aged 15-18, not 
undergoing full-time instruction.
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In addition to the schools directly provided by local 
authorities, there are numerous voluntary agencies in the 
field. Some of these receive financial assistance from 
local funds ("controlled" or "aided" schools) or from the 
central government direct ("direct-grant" schools); they are 
part of the grant-aided network. Others, maintained by 
private individuals or educational trusts, receive no 
financial aid from any public source; though they may be 
"recognised as efficient" by the central authority, they are 
outside the statutory system. Also outside the Minister's 
jurisdiction are the universities which are self-governing 
institutions, "approved schools" which are under the aegis 
of the Home Office, while agricultural education is the 
joint responsibility of the Ministries of Education and 
Agriculture.
Teaching Staff
Teachers are employees of local education authorities or 
of the governing or managing bodies of the schools in which 
they work. Numbers as at 31st March 1950 were;
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Teachers in grant-aided schools and establishments
as at 31.3.1050(-1^)
Primary and secondary schools 211,784
Special schools . 3,207
Establishments for further education 7,339
Training colleges 2,503
Miscellaneous 3,646
228,479
This total includes 5,584 staff in direct-grant schools
and voluntary training colleges, but excludes 15,016 employed
in independent schools "recognised as efficient". The
number of teachers in other independent establishments is
(2)
not known, but the smallness of the "private sector" can be
gauged from the fact that in 1950 92.5 per cent of the child
population aged 5 and under 14 were in grant-aided 
(3)
institutions.
The Burnham Machinery
Since 1919 salaries for teachers have been centrally 
determined by a number of standing joint committees, known -
(1) Ministry of Education, Education 1900-1950, Cmd. 8244
(HMSO 1951) Table 51. The' items have been grouped.
Teachers in farm institutes and approved schools are not
included in Ministry of Education statisticso
(2) cf. 15.5.1952, H.C. Deb. 500, 1 54. The number in non­
recognised independent s chools^ (excluding independent 
further education colleges} has been estimated at around 
15,000.
(3) Cmd. 8244, op. cit. Table 95.
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after their first chairman - as the Burnham Committees.
Under section 89 of the 1944 Education Act this machinery 
has been revised, there now being three statutory bodies.
The Burnham Main Committee deals with teachers in primary 
and secondary schools, the Burnham Technical Comrfiittee with 
those in establishments of further education, while a third 
Committee considers the salaries of farm institute staffs.
The duty of these bodies is "to submit to the Minister, 
w h ^ e r  they think fit or inhenever they may be required by him
so to do, such scales of remuneration for teachers as they
(1)
consider suitable". Y/hen Burnham decisions are so submitted,
the Minister of Education must approve or reject them, section
89 being deliberately worded so as t o M e a v e  him with no
(2)
responsibility for either framing or amending scales. If
approved, they are promulgated by statutory instrument.
A fourth body - the Pelham Committee - settles the 
remuneration of the staffs of training colleges (other than 
training departments of universities). The Committee is not 
set up under section 89 of the 1944 Act,y^substantial 
proportion of colleges being voluntary. However, though its
(1) Education Act, 1944, s. 89. *
(2) cf. 21.12.1944, H.C. Deb. 406, 1942.
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recommendations are not given statutory sanction, they are
formally approved by the Minister and recognised for grant
purposes; hence for all practical purposes they are equally
binding. Each of the four Committees consists of an
authorities' panel and a teachers' panel, plus an independent
(1)
chairman nominated from the centre.
Though originally Burnham scales did not possess mandatory
force, they were ultimately almost always adopted. The
Burnham reports now apply compulsorily to all full-time
teachers in schools and colleges provided, maintained or
(2)
assisted by local education authorities. In direct-grant
(3)
institutions the payment of Burnham rates is not obligatory:
the Schools Grant Regulations 1951 merely provide that "the
scales of remuneration for teachers in the school shall be
( 4)
adequate and reasonable". However, most such establish­
ments follow Burnham principles.
(1) For details of the Committees' composition see current 
Burnham Reports. cf. also Oakes and Dacey, op. cit.
Chap. 18, p. 320 and pp. .
(2) i.e. in county, controlled, aided, "special agreement" 
and special schools, as well as in further education and 
farm institutes either directly provided or grant-aided 
by local education authorities.
(3) Except in direct-grant training colleges.
(4) S.I. 1951 No. 1745, s. 41(1) and s. 50(f). Earlier
regulations contained a similar provision.
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Primary and Secondary Schools
The great majority of teachers are employed in primary 
and secondary schools. Details of their distribution are 
given belov/:
Teachers in maintained primary and secondary schools
as at 31.3.195001
(2) —
Primary schools 130,412
Secondary modern schools 42,269
Secondary grammar schools 27,233
Secondary technical schools 3,370
Miscellaneous(3) 4,384
207,668
Formally, there are only two grades of teacher in 
primary and secondary schools^ what in a classic form of 
understatement is called the assistant teacher and the head 
teacher. Numbers at 31st March 1950 were ;
Teachers in maintained primary and secondary schools
as at 31.3.1950(4)'
Assistant teachers 180,251
Head teachers 27,417
207,668
(1) Cmd. 8244, op. cit. Table 51. The total differs from 
that for primary and secondary schools on p. 145^ through 
the exclusion of direct-grant schools.
(2) Including visiting, relief and nursery school teachers.
(3) Includes "divided service, primary and secondary schools" 
and "practical instruction centres and miscellaneous".
(4) Cmd.-8244, op. cit. Table 53.
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De facto the teaching structure is not quite as straight­
forward as these figures suggest, in view of the system of 
"special allowances" accruing to a proportion of staff with 
additional responsibilities. We deal with this later on.
(1)
Training and qualifications; Teachers are prepared for
their professional life either at training colleges or by
university training departments. The former admit candidates
who as a rule have been educated at a grammar school, are
aged 18 and have passed a qualifying examination such as the
General Certificate of Education (Ordinary level) in five
(2)
subjects. The training college usually provides a two-year 
course, which covers both academic and professional subjects. 
Universities offer a one-year training for those already 
holding a degree.
Out of the total of 207,668 teachers, 7,884 were non- *
(3)
qualified, i.e. neither graduates nor college-trained. 
169,197 were professionally trained; ultimately, the status
(1) For details see Guide to Educational System, op. cit. 
Chap. Vl(i).
(2) See Training of Teachers Grant Regulations, 1950,
( S . I. ÏÔëO No. 1203'), Sched. ïî,2 ror details". Are a
training organisations may admit students without these 
qualifications.
(3) Cmd. 8244, op. cit. Table 53.
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of "qualified teacher" will be reserved for those with such
training. The Ministry is committed to this policy in
principle, but until the supply position inproves, qualified
status can still be attained by alternative methods such as
(1)
the acquiring of a university degree. The number with
(2)
such degree is relatively small - only 33,960 out of 207,668.
The proportion varies between different types of institution;
while only 3.3.per cent of primary school teachers held
(3)
degrees, the percentage in grammar schools was 77.
Salaries ; Teachers' remuneration at one time varied in
chaotic fashion, salaries being a matter for local arrangement,
(4)
with great disparity between voluntary and Board schools and
(5 )
the profession as a whole "disgracefully exploited". The
Burnham Committees substituted an era of peace for one of
friction and bad feeling, and evolved order out of chaos by
reducing more than three hundred differing local authority
(1) ibid. Chap. VII, para. 1, the Schools Grant Regulations, 
1951 (8.1. 1951 No. 1743) s.11, and Ministry of 
Education Circular 173 (HMSO 1948).
(2) Cmd. 8244, loc. cit. The figure includes a small number 
of "graduate équivalents".
(3) ibid. Table 51. The proportion of graduates in all 
grant-aided institutions was 18.2 per cent.
(4) Equivalent to what are now county schools.
(5) See Cmd. 8244, op. cit. p. 89 and McNair Report, op. cit. 
para. 17 • In 1900 more than half the cert 11'icated men 
assistants were paid less than £100 a year.
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scales to four - subsequently three - in elementary and two
in secondary schools. Nevertheless, the Burnham system
maintained the historic distinction between elementary and
He-
secondary education; two types of school were covered by
entirely separate reports. As a result, a trained graduate
in an elementary school had a very much lower salary than
one with identical qualifications in a secondary institution,
while the three different scales in elementary schools -
based on locality - led to recruitment difficulties and
unpleasant suggestions of professional inferiority as far as
rural teachers were concerned. Again, "skill differentials"
were such that young heads were often paid considerably less
(1)
than older members of their staff.
The McNair Committee, reviewing the situation in 1944,
were of the opinion-that a revision of the whole system was
necessary. They were strongly opposed to the continued
differentiation in elementary and secondary teachers' pay;
there should be only one grade of qualified teacher and one
basic scale, to which additions should be made for special
(2)
qualifications and experience. The Committee went out of 
their way to emphasise the tradition of cheapness which had
(1) McNair Report, op. cit. paras. 134-6.
(2) Ibid. panas. 147 and 154.
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dogged elementary education in particular for many years, from
which, the country had not yet emancipated itself. The salaries
of all teachers should be substantially increased, being in their
view demonstrably inadequate and comparing most unfavourably with
(1)
those in other professions.
When the unified Burnham (Main) Committee issued its first
(2)
Report, operative from 1st April 1945 for a period of three
years, and applicable alike in primary, secondary modern,
secondary technical and secondary grammar schools, it received
a mixed reception. On the one hand it was hailed as historic
(3)
and epoch-making in view of the fact that it unified the
profession., bringing parity of salaries both as between grammar
and elementary teachers and as between area and area. On the
(4)
other hand, the four secondary associations lodged a vigorous 
protest against the new scales #iich, as far as grammar school 
staffs were concerned, constituted a considerable levelling 
process.
(1) ibid. paras. 107-130 and para. 154.
(2) Ministry of Education, Report of the Burnham Committee on 
Scales of Salaries for Teachers in Primary and Becbhdary 
Schools, England, and T/aTes~' 1945 (HivS'o 1945)
(3) c77 Schoolmaster & Woman Teacher's Chronicle (organ of 
National Union of Teachers') (lë'.ll .1944} leading article, 
and ibid. (8.3.1945) "Random Reflections".
(4) The Incorporated Association of Headmasters, the Association 
of Head Mistresses, Incorporated, the Incorporated 
Association of Assistant Masters and the Association of 
Assistant Mistresses, Incorporated.
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TABLE 17
The new Burnham structure provided for one basic scale to 
which additions are made in respect of
a) a degree or equivalent
b) full-time study or training in excess of two years
c) a headship
d) special responsibilities, qualifications, etc.
e) service in a "special" school (for the handicapped)
f) service in the London.area.
This general pattern has been maintained, though there have
been important changes of detail. Before dealing with these,
we must briefly sketch in the outlines of Burnham history.
(1)
The 1945'Report ran its course of three years. The 1948
(2)
agreement left the basic minimum unchanged, though it added two
increments at the maximum and improved the graduate allovi^ance.
However, it did not give any increase to younger non-graduate
staff; this, as well.as the scheme of head teacher allowances
(3)
which it introduced, caused strong resentment.
In July 1949 the teachers' organisations sought to have the 
existing agreement amended, but the authorities felt unable to
(1) All Burnham reports have been issued for three-year periods, 
to continue thereafter subject to one year's notice by 
either panel.
(2) Ministry of Education, Report of the Burnham Committee on 
Scales of Salaries for TeacKers in rrimary and Secondary 
S c h o o l s , " E r l a n g  and Vifales^^^48 (HM80 1948) .
(3) c^f. Schoolm^ter (16.10.1947) leading article on "Salaries 
Conference", p. 326.
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Table 1?
EDUCATION
Teachers; Primary and Secondary Schools
(1)
(Nfen, England & Wales)
(2)
Qualified assistant teacher
Without degree
(3)
With degree
do, plus 3 years’) full time 
do. plus h years’) study or 
do. plus 5 years’) training
(W
Additional special
responsibility allowance
Qualified head teacher
Appropriate salary as qualifie 
assistant teacher, plus head 
teacher allowance, based on 
school’s unit total".(6)
S a l a r y  S c a l e  a s  f r o m
£ p.a.
300xl$-g2g 
3lSxlg-5^ g
330xlg-g70
3l$xlg-$8g
360x15-600
gO-100
1.U.19U3
p.a,
300xlg-$5;5
330xl$-.^8g
3l|.gxl$-600
360xl$-6l$
37gxl$-630
gO-100
I.U.1951
£ p.a.
373x18-630
It33xl8-690
U33x 18-708
171x18-726
i ii89xl8-7UU
IlO-
(3)
Group Unit. Total i1
0 1 Uo j See text 33
I hi - 100 1{ ) 80
II 101 - 200 100 i 110
III 201 - 300 for iLo i 1L3
IV 301 - Loo 180 180
V Loi - 3oo ! 220 220
VI 301 - 6oo this !‘ 260 260
VII 601 - 700 300 300
VIII 701 - 800 3L0 3Lo
DC 801 - 900 period 380 380
Table 17 (contd.)
— l5Ub —
Group Unit Total /. im ). 4-. /JSJ
f  f * j?r*-
X 901 - 1000 L20 L20
XI 1001 - 1100 h6o U6o
XII 1101 - 1200 3oo 3oo
XIII 1201 - 1300 5Lo 3L0
XIV 1301 - iLoo 380 380
XV iLoi - i6oo 620 620
XVI i6oi - 1800 66o 66o
XVII 1801 - 2000 700 700
XVIII 2001 - 2200 7Lo 7Lo
XIX 2201 - 2L00 780 780
XX 2L01 - 2700 820 820
XXI 2701 - 3000 86o 86o
XXII 3001 or over 900 900
1 8
(3)
(h)
(5)
(6)
For additional allowance payable in London see text.
The final increment in the last column is £21.
During the three years beginning 1.U.19U8 teocfeers holding a first 
class honours degree received an additional £15> at the minimum and 
£30 at the maximum.
Prior to 1.U.19U8 the graduate addition had to be foregone if a 
special allowance was received.
There is now no upper limit, and salaries may be further supplemented 
from an authority’s "area pool".
The salary may be further supplemented from an authority’s "area 
pool".
X These salaries were increased by £U0 as from 1.7.1952, and have been 
funther revised since.
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grant this in view of the economic situation and the Govern-
(1)
ment *s renewed appeal for restraint. The 1948 Report thus
also remained in force for three years. The main provisions
(2)
of the 1951 settlement were to add £75 to the basic scale,
shorten the latter by three points, raise the annual increment
from £15 to £18 and increase the graduate addition. Press
comment generally took the line that the rise was well-deserved,
just as - some six months^ earlier - a large number of M.P.s
made clear that in their view teachers' remuneration was
(3)
totally inadequate.
The 1951 negotiations had included a "gentlemen's agreement" 
that, if warranted by trends in the cost of living, the staffs , 
might take up the question of improving the basic scale before 
the Report's normal expiry; within six months of the latter's 
coming into force, it was the subject of representations by the 
teachers. The discussions proved abortive, however, and when 
in March 1952 both panels agreed to resort to arbitration and 
to make the arbitrators' decision their own recommendation to 
the Minister, this procedure was declared to be ruled out by
(1) See Report of Ministry of Education, Education in 19 49,
Cmd. 7957 (HMSO 1950) pp. 55-6.
(2) Ministry of Education, Report of the Burnham Committee on 
Scales of Salaries for Teachers' in l^riniary and Secohdar'y 
Schools, Ënglanh "and Y/ales '(liMSO 1951)'.
(3) 4.5.1950,“I T S T D e b V l W , "  1908-2049.
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section 89 of the Education Act, under which the Burnham 
Coriimittee cannot commit itself in advance in this manner.
It was therefore agreed to seek the advice of three independent 
persons - thus observing constitutional proprieties - TÈiich 
both panels of the Committee subsequently accepted. This
(1)
finally culminated in a flat-rate "special addition" of £40,
payable as from 1st July 1952 to all grades of teachers in all
types of schools. New and improved Burnham rates became
operative from 1st April 1954, the basic scale for qualified
(2)
men then being raised to £450-£725 per annum.
Graduate and training additions; "Graduate" status fcr
salary purposes is not confined to those holding a university
degree, but applies equally to those with professional and
(3)
equivalent qualifications. It was the weighting given to 
the possession of a degree that caused such resentment among 
grammar school staffs in 1944-45, but there has been some 
improvement since. Thus under the 1945 Report a graduate was 
merely entitled to an extra £15 at the minimum and £30 at the 
maximum, the theory being that high quality ought in the main 
to be rewarded by the more discriminating system of "special
1) £32 for women.
2) Further increases have taken place since.
3) For full details see 1951 Burnham Report, op. cit. App. V.
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(1)
a l l o w a n c e s h o l d e r s  of such allowances had to forego their
graduate addition. The 1948 Report fixed the latter at £30
throughout a teacher*s career, abolished the "merger" provision
(making it possible to receive both a graduate and special
allowance), and provided for a further increment at the
minimum and two at the maximum for those with a first-class
honours degree. The 1951 Report further improved on this by
raising the addition to £60, though it did away with the
(2)
special treatment for first-class honours men. An interest­
ing point is that under the Scottish reports there is a sub­
stantial difference in remuneration between a graduate with, 
and one without, class I or II honours, varying from £100 at
(3)
the minimum to £150 at the maximum of--their respective scales.
The study/training for which additions are granted are full­
time courses ai‘ter age 17 at universities or at training,
technical or art colleges. The period may have been spent in
(4)
reading for a degree, a diploma or on postgraduate research, 
and the extra payments are one, two or three increments through­
out the scale for three, four or five years study/training, 
respectively. The 1945 and 1948 Reports included identical
(1) See Statement by Minister of Education, 20.2.1945, H.G. Deb. 
408, 710-3.
(2) An additional £30 per annum in respect of a "good honours 
degree" was re-introduced by the 1954 Report.
(3) The maximum of an honours I or II graduate under the
Scottish 1951 Report was £875 and of other graduates £725.
(4) For full details see 1951 Report, op. cit. App. IV.
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provisions, though the value of an increment was then smaller. 
The teacher who has spent a few years obtaining a degree is 
rewarded by qualifying for both the graduate and training 
additions.
Increments are payable annually - formally, they may be
withheld on account of unsatisfactory work - in respect of each
year of service. Those who, before becoming teachers, have
been engaged in industrial, professional, clerical or indeed
any gainful employment, can count every three such years as
(1)
equivalent to one year ^ s teaching and start correspondingly
higher up the scale. Under the 1945 Report the (male)
qualified assistant teacher took 15 years to reach his maximum
salary, under the 1948 agreement 17 years, but the 1951 Report
shortened the scale again, making the majiimum attainable after
(2)
14 years* service. .
Unqualified, temporary and part-time teachers ; Only a
small number of unqualified and temporary staff are to be found
in schools belonging to the public edu^g^ional sector. The 
basic scale, payable from 1st April 1951, was £225 x 15 - £375
(1) Subject to a total credit of 10 increments. ?i/here the 
experience is considered as of exceptional value, it may be 
treated as equivalent to teaching experience.
(2) Under the 1954 Report the maximum is reached after 15 years,
(3) Increased by the "special addition" as from 1.7.1952.
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for •unqualified teachers and £225 x 15 - £285 for temporaries.
A person not eligible for normal employment may also be 
engaged as an "occasional" teacher, say, to give part-time 
instruction in approved subjects. The remuneration of part- 
time staff as such is left to local discretion.
Head Teachers
Before the 1944-45 re-organisation it was only the pay of
"elementary" heads which was fixed on a national basis, the
Burnham Secondary Committee merely laying down minima, leaving
the rest to the discretion of individual grammar» schools. And
while elementary heads* scales were integrally linked to those
of their junior staff, headmasters* and mistresses* salaries
bore no particular relationship to those of assistant masters
and mistresses. As for the level of pre-war remuneration, the
maxima for elementary heads were described as "wholly inadequate*
by the 1944 MeHair Committee and those in the secondary schools
as at any rate "insufficient", although here there were
(1)
exceptions.
The 1945 Report had to assimilate these two quite different 
systems. Taking the old elementary scheme as a basis, it
(1) McNair Report, op. cit. paras. 25 and 142.
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it divided schools into five grades according to size. The 
nucleus of heads* pay was that appropriate to them as assist­
ants; on promotion they received increases of from £30 to £150, 
depending on the grade of their school. Heads then proceeded 
to maxima, ranging from £570 in grade I to £750 in grade V 
institutions.
These figures were augmented - as for assistants - by up to 
three "training" Increments, but a head teacher could not then [ 
draw his graduate allowance, insignificant though it was, '
1/Uhere a school contained at least thirty pupils who had reached 
the age of 15, the head received a further £50 in respect of 
each thirty such pupils; where the local authority still 
considered his salary as inadequate, it could seek the Minister*s 
approval to a more favourable scale. These last two provisions 
were largely an attempt to meet the position of grammar school 
heads, some of whom had previously received much higher remuner­
ation.
There was a considerable amount of dissatisfaction with the 
working of the scheme; the 1948 Report therefore introduced a
new system. This brought together the various "extras" pay­
able under the 1945 agreement, but in the process became itself 
highly elaborate. Heads still receive the salaries payable 
to them as assistants - including additions for training and 
degree - together with a new head teacher allowance. This
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latter varies with the school*s "unit total" - a figure assess­
ed by reference to a) the nuiûber of pupils on the school’s roll, 
and b) their age. Each pupil under 15 counts as 1 unit; if
aged 15 and under 16 as 4; if aged 16 and under 17 as 7, while
(1)
every pupil of 17 and over counts as 10 units. There are, as
(2)
Shown on Table 17, 23 levels of head teacher allowances. A
school with a unit total of 350, for instance, v/ould be in
group IV and the head would receive £180 over and above his
salary as assistant; if the establishment were a large one with
a unit total of, say, 2,500, the allowance wouldz£820. The
(3) ^
highest possible addition is £900. The majority of heads
are, however, concentrated in the lower unit total groups, and
the smallness of the allov/ance in these has given rise to much
dissatisfaction.
As the method of calculating head teachers’ salaries is 
somewhat complicated, some concrete examples are given below, 
illustrating what the various Burnham increases have meant for 
the heads of three imaginary schools :
(1) 1951 Report, op. cit. App. VII.
(2) The al 1 owan’ces under the 1948 and 1951 Reports are identical 
except for an improvement in the position of heads of 
smaller schools under the latter.
(3) Increased to £920 under the 1954 Report.
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Head teacher, with degree and 4 years’ training:
200 " 
150 Ü 
70 U
15
16
17 and over)
Maximum salary (man. provinces)
as from
1 April 
1945
£ p.a. £ p.a. £ P • £L«
I: School with 150 pupils 645 715 836
(all aged under 15)
II; School with 360 pupils 
(300 aged under 15 
40 " 15 
20 ? 16)
835 875 986
III: School with 920 pupils 1,480 1,515 1,626
The head of a very big school of the type of III would
qualify for an allowance of £900, and his maximum salary would
be £1,626 per annum. If he was five-year trained and worked
in London, this would go up to £1,692 - the highest figure
attainable under the 1951 Report^ and extremely rare in practice,
unless he received a further addition out of the authority’s
(3)
"area pool". V/e may add that head teacher allowances as such
have hardly gone up since 1945 except in the very small 
establishments; the increases shown are mainly due to the
(1) A head with a first-class honours degree received a further 
£30.
(2) As from 1st July 1952: plus £40.
(3) For details of London allowance and "area pool" see post. 
For operative maxima since 1.7.1952 add £40 to-.figures 
quoted.
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"assistant" element in heads* remuneration.
The system of head teacher allowances weights the scales -
literally and metaphorically - in favour of heads of senior
institutions. If we take two schools with 550 pupils each,
in the case of A all under 15 and in the case of B with, say,
150 aged 15 and over, this would have the following implications
for the headmaster’s remuneration: School A would have a unit
total of 550 (unit total group VI) and the head would qualify
for an allowance of £260. If school B ’s 150 seniors included,
say, 60 aged 15, 60 aged 16 and 30 aged 17 and over, the
school’s unit total would be 1,360 (unit total group XIV); the
head’s allowance v/ould be £580. The fact of 150 pupils being
over 14 would be v/orth £320 to the head teacher. It is
interesting to note that teaching senior pupils at the class
level does not automatically involve an addition to the salary
(1)
of the assistant, although it may lead to a "special allowance".
If assistants’ pay were based on the same principle as heads’,
this would seem to involve separate scales for teachers in
primary and the junior sections of secondary schools on the one 
hand, and those in senior classes of secondary institutions -
mostly grammar - on the other. This would amount to at any
rate a partial reversion to the pre-war system. However, there
(1) See post. Since 1.4.1955 the payment of special allowances 
in respect of advanced v/ork is obligatory in defined 
circumstances.
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are many who would maintain that at the teaching, as distinct 
from the "head", level, it is those in charge of junior classes 
who bear the heaviest burden.
(1)
Special Allowances
The system of special allowances has its historic ante­
cedents, an official minute in 1846 already mentioning the
expediency of paying small gratuities "for the further encour-
(2) .
agement of deserving schoolmasters". Prior to the 1944 Act 
there was a limited power under each of the Burnham reports to 
reward posts of special responsibility, but the great majority 
of allowances were small. The McNair Report favoured an 
extension of the system, both as regards the number and amount
(3)
of the additions.
The 1945 Report provided that "for Assistant Teachers there 
shall be special posts in respect of which allowances over and 
above the Scale Salary shall be granted for special responsib­
ility, special work of an advanced character, special academic,
(1) Special allowances are payable to assistant teachers. 
However, as they are computed on the same basis as head 
teacher allowances, it seemed preferable to deal v/ith them 
at this stage.
(2) Quoted in Schoolmaster (20.9.1951) p. 521.
(3) McNair Report, op. cit. paras. 140-1 and 154(c).
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professional or industrial qualifications, or other circum­
stances inhich in the opinion of the Authority justify an
(1)
addition to the scale". It thus became obligatory upon
authorities to grant allowances - payment had formerly been
permissive - but they were not to be applied in a manner that
would effect a general alteration in the operation of the
scales. They were to be paid to 15 per cent of the full-time
qualified assistant teachers in the local education authority’s
employ; each allowance was to be between £50 and £100 per annum,
though subject to ministerial approval this might be exceeded.
The 1948 Report left these provisions broadly unchanged, except
that it gave authorities a somewhat greater latitude by
increasing the range of the additions: to £50 - £150, to be
payable to between 12^ to 17-|- per cent of its assistant teacher
(2)
establishment. .
The 1951 Report introduced significant innovations. Hence­
forth every education authority was to allot to each school a
sum of money to be spent on allowances, the total being variable
(3)
within a prescribed range depending on the school’s unit total.
(1) 1945 Report, op. cit. para. 9(a).
(2) 1948 Report, op. cit. para. 8(a). Also, the number,
value and distribution of "special posts" was no longer to
be subject to prior ministerial approval.
(3) Calculated as for head teacher allov/ances.
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Schools were divided into 129 unit total groups; examples from
(1)
the elaborate schedule are given below:
Unit total Range within which allowances
of school must be allocated to school
£ £
101 - 200 w. 50
201 - 250 40 60
401 - 420 90 135
601 - 620 190 285
1001 -1020 470 697
1501 -1520 893 1,327
2001 -2020 1,345 2,005
2501 -2520 1,845 2,755
2881 -2900 2,225 3,325
The smallest schools - those with unit totals of up to 100 -
(2)
receive no allocation for allowance expenditure; those with a
total of 101-200 need not, but may^grant an allowance. The
allocations increase more than proportionately with size cf
institution, £3,325 being the maximum figure (1951) that can be
allotted to a school (apart from additions from the authority’s
"area pool"). Burnham does not give any ruling as regards
distribution to individual teachers, except that allowances may
not be less than £40 and except for the somewhat ambiguous 
provision that they must not amount to a general alteration in
the operation of the scale salaries. Otherwise, no restriction
(1) For full details see 1951 Report, op. cit. pp. 25-6.
(2) Though they may get one from the authority’s "area pool".
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has been imposed on either the size or number of allowances. 
These matters fall to be dealt with by special schemes drawn 
up by education authorities, which in turn vary greatly in the 
amount of detail laid down and the discretion consequently 
devolving on individual schools.
Another innovation created by the 1951 Report was an
additional "area pool" - a sum of money to be spent at the
discretion of each authority over and above the expenditure
allocated to schools for special allowances. The pool is
calculated at the rate of 4s. per registered pupil in the
(1)
authority’s schools ; again, payments from its bounty must not 
radically affect the operation of the-scales.
The area pool may be used for purposes such as the follow-
(2)
ing:-
i) to grant increased or additional allowances to assistant
teachers (i.e. involving I*unds in excess of the school’s
allowance expenditure).
ii) to pay a special allowance to an unqualified or 
temporary teacher.
iii) to grant a special addition to a head teacher.
iv) to pay a special addition in cases of hardship arising
from re-organisation or closure of a school.
(1) 1951 Report, op. cit. Section N, para. 3b.
(2) See iDia, para. 3(d) for details.
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When the terms of the 1951 Burnham award became known,
much comment was concentrated on this new system of special
allowances-cum-area pool. It was recognised as of key
importance in the Burnham, scheme of things, though it was fully
realised that everything depended on its application. Full
details of the working of the system were not available at the
time of writing, but a survey of some sixty special allowances
schemes, approved by local education authorities, was conducted
(1)
by the National Union of Teachers in the autumn of 1951.
Though the review was confined to less than half of all 
authorities, it brought to light some interesting results which, 
though not conclusive, throw some light on the salary structure 
likely to emerge under the new dispensation. The survey 
revealed that in spite - or perhaps because - of the ingenuity 
with which the scheme has been worked out, it has been trans­
lated into practice-in a great variety of v/ays . First, the 
fact that there was a range of expenditure within which 
allowances may be paid and which could be further supplemented 
from the authority’s area pool meant that schools of the same
unit total had different global amounts for distribution. 
Secondly, the proportion of teachers benefiting from allowances
varied greatly both as between authorities and as between types
of school. In Norfolk, for instance, one quarter of secondary
modern but one third of grammar school staff will carry
allowances, in Devon up to 45 per cent in any school, while
(T) a  review of the survey was published in the Schoolmaster of 
 6th, 15th and 2Qth September 1 % 1 . .■______________
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under the Southampton scheme three-quarters of grammar school 
staff will receive additions.
As regards the amount of the allowances, the survey showed
that some authorities had adopted separate scales for primary,
secondary modern and secondary grammar schools, respectively;
others put primary and secondary modern into one category; yet
others drew a dividing line betv/een primary and secondary
(1)
schools. In some cases the distribution of the total was
left to the individual institution. The majority of primary
allowances were around £40 or £50, though a few authorities
paid more. In the grammar schools, however, allowances were
(2)
much larger, the highest being £30Q in Essex, £275 in Birming-
(2)
ham, £250 in Middlesex, Barnsley and the East Riding, with 
several others paying £200 or more. Thus here also - as in 
the case of heads - the old distinction between the remunera­
tion of "elementary" and "secondary" staff is not dead, even 
though many primary teachers are now getting an allowance for 
the first time. As to the individuals receiving the additions,
the survey points out that most authorities followed orthodox 
lines, the deputy head taking priority^ being followed by  the
heads of specialist departments. It was not yet possible to
(1) Birmingham and South Shields were among the few authorities 
(included in the review) making no distinction betv/een 
types of school, relying solely on unit totals.
(2) Payable to two teachers only.
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(1)
get a clear picture of the use made of authorities* area pools.
The extension of the system of special allowances has no 
doubt made the Burnham pattern more flexible, and has also 
introduced a not unhealthy "incentive" element in the payment 
of salaries. At the same time, the system detracts to a 
significant extent from the all-importance which in theory 
attaches to the basic scale. In some ways the existence of 
special posts is equivalent to the grading of teachers which, 
if overtly introduced in the shape of alternative basic scales, 
would no doubt raise an outcry in the profession.
Special Schools
Local education authorities must provide special facilities 
for all physically and mentally defective children in their 
areas. For mild cases this may be provided in ordinary 
primary and secondary institutions, but for the more severely
handicapped "special" schools must be set up. Teachers 
employed in these are paid the same as those in other primary 
and secondary institutions, plus an additional £36 a year.
(1) Important changes in the system of special allowances were 
introduced as from 1.4.1955: see Education in 1955, Cmd.
9785 (HMSO 1956) pp. 66-7.
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If they hold a qualification such as the diploma of the College 
of Teachers of the Blind and work in an appropriate establish­
ment, they receive a further £30 per annum. Staff in charge 
of "special" classes in ordinary schools also qualify for these 
additions. "Special" teachers may receive an allowance of not 
less than £40 out of an authority*s area pool.
Qualified heads in special schools receive the salaries
payable to them as (special) assistants, plus a head teacher
allov/ance. This again varies with the school*s unit total,
but in this instance is calculated on the basis of numbers and
type of disability, instead of by reference to numbers and age.
One delicate child counts as 2 units,-, viiile a deaf or partially
(1 )
deaf pupil counts as 6, and the head*s allowance varies (1951) 
from £80 for schools in unit total group I(S) to £370 for those 
in group VIII(S) - the highest. We may add that the "extras" 
payable to special teachers - assistants and heads - were 
stepped up by the 1951 Burnham agreement.
Approved Schools and Remand Homes
(2)
"Approved" schools are provided for children and young 
persons who are found guilty of some offence, or who are
1) For details see 1951 Report, op. cit. App. Vli, para. 3.
2) i.e. approved by~Tîre B'ecrèbary of State for the purposes
of the Children and Young Persons Act, 1933.
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beyond control, in need of care or protection or otherwise 
requiring special treatment. Remand homes are for their 
temporally reception. Both types of institution are under 
the general supervision of the Home Secretary.
The staffs of approved schools and remand homes are not
covered by Burnham machinery; their terms of employment came
under review by a special Home Office Committee - the Reynolds
Committee - in 1946. The latter*s policy was to link their
recommendations to national scales of pay applicable to cognate
services; they laid down as a general principle that qualified
teachers and instructors in both local authority and voluntary
approved schools should be paid Burnham rates plus three
(1)
additional increments. As regards local authority remand
homes, the Committee favoured the employment of at least one
assistant teacher in addition to the superintendent and other
staff; such full-time teachers should, as in special schools,
(2)
receive Burnham scales plus two extra increments. Lower 
salaries v/ere recommended for unqualified instructors and 
various other categories such as matrons; some of these have 
since been brought within the purview of the Standing Joint 
Advisory Committee for Staffs of Children* s Homes.
(1) Home Office, Approved Schools and Remand Homes (HMSO 1946) 
paras. 65 and 18.
(2) ibid. para. 52.
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Independent and "Public" Schools
An "independent school" has been officially defined as "any 
school at which full-time education is provided for five or more 
pupils of compulsory school age ••• not being a school maintain­
ed by a local education authority or a school in respect of
which grants are made by the Minister to the proprietor of the
(1)
school". The term "public school" cuts across the
independent-grant-aided classification. The earliest such
institutions are Eton, Winchester, Westminster, Charterhouse,
Harrow, Rugby and Shrewsbury - the Public Schools Act of 1864
enumerates these and also St. Paul* s and Merchant Taylors*.
Nowadays the term is no longer restricted to these, but
comprises all establishments - limited to 200 - represented on
(2)
the Headmasters* Conference. The majority of direct-grant 
schools are in this category; quite a large proportion of public 
schools are thus grant-aided. Confusion arises because in 
popular usage the term "public school" retains something of its
(3)
old and more restricted meaning.
No precise information is available as to the remuneration
(1) Education Act, 1944, s. 114(1).
(2) They must be controlled by a governing body created by a 
statutory scheme or trust deed, as against "private" schools 
which may be owned/controlled by a single individual. The 
conditions of representation relate to e.g. the degree of 
independence, the amount of advanced work etc. cf. Public 
and Preparatory Schools Year Book, 1952.
(3) Board of éducation. Report oT the' (Fleming) Committee on 
the Public Schools and the General Educational System 
(HMSO 1944) p. 2._____________________ '____________________________
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paid in independent schools. Those "recognised as efficient" 
appear to a greater or lesser extent to be influenced by the 
provisions of üie Burnham reports, but some at any rate of the 
public schools grant higher salaries. The small independent 
non-recognised schools, on the other hand, almost certainly 
pay less than the Burnham rates for qualified teachers. For 
one thing, these institutions are precluded from joining one 
of the officially-sponsored superannuation schemes, and hence 
have difficulty in obtaining qualified staff.
Establishments for Further Education
The salaries laid down by the Burnham Technical Committee 
apply to full-time teachers in establishments for further 
education. 'This term covers technical, commercial and art 
colleges and institutes - both day and evening - but does not 
include secondary technical schools which now come under the 
aegis of the Burnham Main Committee. All recommendations for 
"technical" salaries are transmitted to the Minister of 
Education through the Main Committee, thus enabling the latter 
to comment on the proposals in question.
The grade structure in technical teaching since April 1951 
provides for assistants grade A, assistants grade B, lecturers, 
senior lecturers, heads of departments, vice-principals and
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principals. The classification of staff is left to the local
education authority, but guidance in the matter is offered in
(1)
the 1951 Burnham (technical) Report, which recommends the 
follov/ing relativity between standards of work and posts ;
(2)
Work of university standard senior lecturer
Advanced w o r k ( 3) and/or work
of university standard lecturer
Work of school standard and/
or advanced work . assistant grade B
Work of school standard assistant grade A
These recommendations allow for that degree of flexibility 
which the Technical Committee is anxious to maintain, and v/hich 
is essential in view of the widely varying needs of the 
establishments covered. Also, vhile standards of work are to 
be the main consideration, authorities - in consultation with 
the college principal - are free to take other relevant factors 
into account. Heads of departments are to be allocated to one 
of five grades, depending on the number of full- and part-time 
staff, the number of full- and part-time students and so on.
TABLE 18
(1) Ministry of Education, Report of the Burnham Committee on 
Scales of Salaries for Teachers in EstaBXishments for Fijrther 
Education, England and Wales (HfËQ 1^5il APP. VI.
(2) Above the "intermediate" level.
(3) i.e. above.the Ordinary^level of the General Certificate of 
Education but not of university standard.
Table 18
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EDUCATION
Teaching Staffs: Establishments for Further Education
(l'üen, England & Wales)
(1)
s
Salary Scale as from l.U.lP^l
^ ]p. a.
Assistant 1 Grade A^^^ Grade B
Without degree } 37g X 18 - 630 Ü^O X 2g - 72$
With degree
do. plus 3 years*) full time 
do. plus U years’) study or 
do. plus 5 years*) training
I4.35 X 18 - 690 
l).g3 X 18 - 708
I1.71 X 18 - 726 
L89 X 18 - 7hh 1
$10 X 2$ - 78$ 
$28 X 2$ - 803
$Ü6 X 2$ - 821 
, $6Ü X 2$ - 839
Lecturer 900 X 25 - 1,000
Senior lecturer
(3 )
1,000 X 23 - 1,150
Head of department :
Grade I 
Grade II 
Grade III 
Grade IV 
Grade V
900 X 2g - 1,000
1,000 X 23 - 1,150 
i,i3o X 23 - 1,300 
1,300 X 23 - i,U3o 
l,L3o X 23 - 1,600(3 )
Vice-principal
(U)
Salary as head of department)^' 
plûs allowance of £$0 - £200.
Principal Salary is fixed according to 
circumstances.
(1) For additional allowance payable in London see text.
(2) The final increment is £21.
(3) may be exceeded in special circumstances.
ih) If vice-principal is not also the head of a department, salary is 
to be determined in agreement with the Minister.
X These salaries were increased by £liQ as from l.?.19$2, and hav^ 
been further revised since.
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The assistant grade A is on a scale identical with that
of the qualified assistant teacher in primary and secondary
schools ; like the latter he receives an additional £60 if he
is a graduate and an extra one, two or three increments if he
(1)
has put in the necessary years of training. The grade B 
assistant also qualifies for these additions, but the higher 
staff no longer do so. The salaries of heads of departments 
vary according to grade; the McNair Committee were of the 
opinion that their pay was the key to the technical salary 
hierarchy, and that that of those in charge of the most
(2)
important departments should be on the professorial level.
Grade V heads might in fact just manage to rub shoulders with 
their professorial cousins.
Prior to April 1951 the technical structure was somewhat
different. There was only one grade of assistant who, like
his ooposite number in primary and secondary schools, could
(3)
qualify for a "special allowance" - now no longer possible.
Instead of lecturers and senior lecturers, there was a senior
(4)
assistant. All grades then qualified for the "training"
(1) A technical assistant who, instead of a three-year full­
time course, undergoes 4 years' part-time training concurrent* 
ly with time spent in industry, commerce, e t c . qualifies 
for one extra increment.
(2) McNair Report, op. cit. paras. 447-8.
(3) Allowances were the same as in primary and secondary 
schools, though payable to a somewhat higher proportion 
of assistants.
(4) With a basic scale of £600 x 25 - £750 under the 1945 
Report and of £700 x 25 - £800 during 1948-1951.
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increments and, since 1948, the graduate additions. Under the 
1945 Report there were only four grades for heads of depart­
ments, the 1948 agreement introducing a fifth. Vice-principals 
were not provided for.
I
i
Remuneration for principals has not been laid down by any 
of the Burnham technical reports. Each of the latter asked 
education authorities to review and adjust salaries in agree­
ment with the Minister in the light of "the guidance 
afforded by the new scales for other posts" as well as factors 
such as the volume of full- and part-time work and the number 
and type of staff for which the principal is responsible.
Though the 1945 and 1948 agreements spoke of the possibility 
of framing standard scales, nothing has come of this.
Salaries actually in force in 1951 varied from £600 to £900 
in small establishments to £1,800 - £2,000 in large institutions; 
in a few exceptionally big colleges remuneration may have been 
up to £3,000 per annum.
On the whole, the technical reports have been trying to 
break away from too close a parity with the primary and
secondary schools. Before the war, the remuneration of 
teachers in technical and commercial colleges and what are now 
secondary technical schools was dealt with by the same Burnham 
Committee, with the fundamental scales common to both. Hence 
there was a legacy of "school" salaries for technical colleges.
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although a majority of their population is 16 or over, and
many of them pursue studies of university standard. The
McNair Committee v/ere not at all concerned about preserving
pay relativities v/ith primary and secondary teaching; technical
remuneration, they urged, should be related to the emoluments
obtainable in industry, commerce, the Services and Government
(1)
departments.
Since 1st July 1952 all technical teachers received the 
"special addition" of £40 (men); all salaries were further 
increased as from 1st August 1954.
Farm Institute Staffs ;
The remuneration laid down by the third Committee in the
Burnham constellation applies to the teaching staff of farm
institutes and to teachers of agricultural, horticultural,etc.,
subjects employed by local education authorities. These
salaries used to follow closely those of the Burnham technical
reports, but now differ in view of the re-organisation of the 
technical hierarchy. Assistants are again on a scale
identical with that for assistant teachers in primary and
secondary schools, and are eligible for the same additions in
respect of training and degree. The/system of "special
allowances" has been retained here ; each of these must fall
(1) McNair Report, op. cit. paras. 446 and 452.
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(1)
within the limits of £40 - £150.
Posts for senior assistants may be established subject to
central approval; remuneration under the 1951 Report was £800
X 25 - £900, plus additions for training and degree. Special
allowances of £50-£200 - or higher in certain cases - could
be paid, again subject to ministerial consent. The pay of
principals is fixed on an individual basis, with a general
ruling that such posts "shall be considered to be of not
inferior status to a post of County Agricultural Officer of the
(2)
National Agricultural Advisory Service". Salaries in 1951 
were usually between £1,100 and £1,300 a year, but in 
exceptionally small or large institutes remuneration would fall 
outside these limits.
All farm institute salaries were increased by tne "special 
addition" of £40 as from 1st July 1952, and were further 
improved as from 1st April 1954.
Training Colleges
The Committee dealing with the salaries of training college
(1) The upper limit is £200 since 1.4.1954. Their precise 
value, number and distribution is decided by education 
authorities in agreement with the Minister.
(2) Ministry of Education, Report of the Committee on Scales 
of Salaries for the Teaching Staff of Farm Institutes and 
To'r Teabher's d'f 'Agf icuitural X ihciuaing horticultu'rall
• Subjects, England and Wales '(HMSO 1951) Section H.
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staffs - the Pelham Committee - is responsible for the
remuneration of the teaching personnel of training colleges
(1)
other than the training departments of universities ; it is
associated with, rather than one of, the Burnham Committees.
Reports in the post-war period have again been operative from
(2)
1st April 1945, 1948 and 1951, respectively, the 1951 increases 
being substantial. However, there was no improvement in July 
1952 - an indication, though possibly not a popular one, of 
the grov/ing independence of the Pelham Committee.
TABLE 19
The college establishment of senior lectureships is 
determined by the local authority (or governing body, if a 
voluntary college) in agreement with the Minister; as a general 
rule it is to be at least one-half of the full-time teaching 
staff. Deputy principals - whose numbers and precise terms 
of employment must also be approved - receive the pay of a 
lecturer or senior lecturer plus an allowance of (1951) between 
£50 and £200 per annum. This can be exceeded, particularly
(1) cf. îvlinistry of Education, Report of the Committee on Scales 
of Salaries for the Teaching Staff oT Traininf; Colleges',
England and Wales (HIvISO 1951) p. 1.
(2) And 1954, when improved rates became payable.
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Table 19
EDUCATION
T r a i n i n g  C o l l e g e  S t a f f s
(Men, England & Wales)
(1)
S a l a r y S c a l e  a s f r o m
l.it.l9U5 l.Iul9U0 I.U.1951
£ p.a. £ p# a* £ p.a.
Lecturer liOO X 20 - 65c U50 X 20 - 725 550 X 25 - 850
Senior lecturer 600 X 20 - 750 700 X 25 - 85o 800 X 25 - i,o5o
Deputy principal 
As for lecturer/ 
senior lecturer, 
plus allowance 
of
(2) 
50 - 100
(2) 
5o - i5o
!
1
(2)
50 - 200
Principal Salary is fixed according to ciroumstances
(1) For additional allowance payable in London see text.
(2) The allowance inay be exceeded subject to ministerial approval.
X These salaries were increased as from l.U.19$U and have been 
further revised since.
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in the case of deputies of mixed colleges. Salaries for 
principals are again fixed on a personal basis. In 1951 
they ranged from about £1,100 to £1,400 in the smaller colleges 
and from £1,500 to £1,800 in the larger institutions; 
exceptionally, a higher rate was considered appropriate.
At the time of the McNair Report training college staffs 
were paid on a scale roughly the same as that for grammar 
schools. There was a fairly high proportion of posts of 
special responsibility; on the other hand, transfer to a 
training college meant foregoing the possibility of advance­
ment to a headship. The McNair Committee urged that appoint­
ment to a training college should be 'regarded as promotion;
salaries should be higher than those in the schools and
(1)
approximate to university levels. Although comparisons are 
complicated by differences of grade structure, training college 
personnel are now considerably ahead of ordinary school teachers 
(if not in receipt of an allowance) - much more so than under 
the 1945 Pelham Report. Comparison with university salaries - 
which training college staffs v/ould consider and v/hich seems 
more appropriate - is even more difficult due to the differing 
terminologies in use, but as against the immediate post-war
(1) McNair Report, op. cit. paras. 234-7.
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years, training college teachers have certainly improved their 
relative position.
Youth Leaders and Community Centre Wardens
(1) '
Under the Education Act, 1944, the provision of leisure-
time facilities for both juveniles and adults became a
statutory obligation on local authorities and thus an integral
part of the educational system. The need to consider the
staffing of the new service led, in 1947, to the appointment
(2)
of a special Committee, who issued their findings in 1949.
The Jackson Committee were concerned with full-time leaders
and wardens whose number they estimated at about 2,000; they
stated that, while voluntary workers would always be needed,
a strong body of whole-time staff was required. The Committee
found that there were considerable recruitment difficulties,
largely due to unsatisfactory prospects and conditions, and
were of the opinion that youth leadership, community centre
service and teaching should alike be regarded as branches of 
the teaching service. As to salaries, those of qualified
(1) The relevant sections are 53 and 41. The provision of 
community centres, playing fields, etc. is also provided
, ' for under the Physical Training and Recreation Act, 1937.
(2) Ministry of Education, Report of the (Jacksonj Committee. 
on Recruitment, Training m d  % n d l t T o n s  of SerVice of 
Youth Leaders and Gommunity Centre Warciens ).
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leaders and wardens should be comparable v/ith those of teachers;
employing authorities should be required to pay them on the
(1)
Burnham technical scales.
The views of the Jackson Committee met with opposition,
and the whole matter was reconsidered by a Sub-Committee of
the National Advisory Council on the Training and Supply of
(2)
Teachers. The latter »s Report was a much more cautious 
affair. It emphasised that the number of professional full­
time youth workers was small in comparison with the voluntary 
element, drew attention to the very high rate of wastage even
among this small group, and asked for urgent action to improve
(3)
salaries and conditions of employment. These questions 
should be referred to a special committee to be closely related 
to existing Burnham machinery, this body to deal also with the 
pay of community centre wardens. At the time of writing, 
preliminary negotiations for the setting up of this ^^quasi- 
Burnham” committee have not succeeded, so that as yet there are 
no national standard salaries. Individual clubs and centres
(1) ibid. paras. 2, 28 and 41-8.
(2) Ministry of Education, The Recruitment and Training of 
Youth Leaders and Community Centre V/ardens (HI^O 1951}.
(3) ibid, paras. 2-3.
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pay what they like or, more likely, what they can afford;
some of the large voluntary organisations have their own rates,
while local authority employees are generally allocated to
(1)
either the Burnham or A.P.T. scales.
Local Education Authority Inspectors, Organisers and 
Advisory Officers
The Committee on Salary Scales and Service Conditions of
Inspectors, Organisers and Advisory Officers of Local
Education Authorities, generally known as the Soulhury Committee
was formed in 1946. It issued an interim agreement at the
end of that year and a final Report in May 1947, this latter
(2)
being superseded by a fresh document> in May 1951. The
Committee has considered the remuneration of inspectors of
schools, inspectors and organisers of special subjects such as
domestic science, of educational psychologists, organisers of
school meals and of youth service officers; its reconmiendations
are intended as minima only. The 1951 scales became operative
on 1st April of that year - in line with Burnham - and were to
(3)
operate for a period of at least three years. They are
(1) cf. E.L. Younghusband, Social Work in Britain (Constable 
1951) pp. 7 and 66.
(2) Report of the Committee on Salary Scales and Service 
ÛônïïitTons of Inspectors, "Organisers and^ Advisory Officers 
of Local Education Authorities, 1951 (Councils and Education 
Press). Further reports have been issued since. Stat­
istics of staff covered are not available.
(3) They were revised as from 1.4.1954.
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shown on Table 20. They do not apply to L.C.G. staffs.
TABLE 20
As regards inspectors and organisers, authorities are to
decide on the appropriate grade on the basis of the duties etc
of the officer concerned "and appropriate also to the salary
(1)
structures of the Departments of the Local Authority 
there is here an explicit link with the general pattern of 
local government remuneration. The Report states that 
authorities may have to exceed the limits of grade III. In 
the case of educational psychologists, that category is to 
apply to those advising tiie authority on psychological matters 
generally, including problems connected with the schooling of 
the maladjusted, child guidance and vocational guidance.
Grade II covers psychologists responsible for some of these 
functions or those in charge of child guidance clinics. Grade I 
applies to assistants in the latter service.
Youth service officers are those entrusted with the 
organisation of the youth service, not club leaders. No 
salaries were fixed for them in the 1947 Report, the Committee 
taking the view that the service was not sufficiently clearly
(1) Report, op. cit. para. 5(b).
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Table 20
I n s p e c t o r s ,  O r g a n i s e r s  a n d  
A d v i s o r y  O f f i c e r s  o f  L o c a l  
E d u c a t i o n  A u t h o r i t i e s
(Men, England & Wales)
Salary Sea
O')
la as from
X
l.U. 19U7 I.U.1951
£ p.a. £ p.a.
Inspector, organiser.
educational psychologist
Grade I 550 X 25 -  700 700 X 25 -  850
Grade II 650 X 25 -  850 650 X 25 -  1,050...
Grade III BOG X 25 -  1,000 1,050 X 25 -  i,2 5 o W
Youth service officer
Grade I ' 525 X 25 -  675
Grade II 700 X 25 -  850
Grade III 850 X 25 -  1,050
Grade IV 1,050 X 25 -  1,250
5---------------- - ------
0 ) Ï%L (W-C W^vuL^vwa*
(X) In the case of inspectors and organisers the maximin may be 
exceeded.
These salaries were increased as from 1.U.195U and have been 
further revised since.
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defined to justify special scales. Recommendations have also 
been made for organisers of school meals.
The Soulbury Committee, while constituted on Burnham lines, 
is not an officially appointed body and does not share the 
constitutional position of the Burnham Committees. Its
(1)
recommendations do not receive endorsement by the Minister,
and it appears that a considerable number of authorities have
(2)
been slow in adopting the Conmiittee^s proposals.
( 3 )
Provincial Differentiation
The pre-war pay pattern provided for a system of tv/o-tier
differentiation in secondary schools, but a three- (originally
four-) tier structure in elementary schools; in the latter the
( 4)
difference between urban and rural salaries was substantial.
Since 1945 there is one national scale, except that teachers
in the London area receive an addition of £36 per annum, which
after 16 years* full-time service or on attaining age 37 is
(1) Though they must be approved b y  him in order to rank for 
grant.
(2) The Schoolmaster of 29.11.1951 (p. 634) reported that some 
30 - 40^ p of authorities had not yet fully applied the 1951 
scales•
(3) This and the remaining sections of this chapter ply only 
to the staffs covered by the Burnham and Pelham Reports.
(4) The maximum of a certificated teacher in London was then 
£408 and in a rural school £330 (excluding war-time 
additions)•
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increased to £48. The allowance is payable in all types of 
schools and colleges with the exception of those covered by the 
farm institute reports.
The question of the London allowance has been a vexed one.
Until recently the "London area” was smaller than the Metro-
(1)
politan Police District; while the teachers wanted it to be 
made coterminous with the latter, the authorities were opposed 
to the addition altogether. In view of the deadlock, the 
Burnham Committee agreed to set up an independent tribunal to 
make recommendations in the matter ; as a result, the London 
addition is, since 1st September 1953, payable in the whole 
of the Metropolitan Police District and City of London. How­
ever, the demand for allowances in other large towns has not
(2)
been conceded.
Sex Differentiation
Though their preponderance has shrunk somewhat by pre-war 
standards, women still outnumber men to a considerable extent.
(1) For areas deemed to constitute the "London area" until 1953 
see 1951 (Primary and Secondary) Report, op. cit. Section 0. 
The matter was debated in the Commons on 29.4.1949, when 
attention was drawn to the anomalies arising out of its then 
constitution. (H.C. D e b . 464, 577 & f f .).
(2) cf. Education in 1953, Cmd. 9155 (HMSC 1954) p. 38.
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the total of 228,479 teachers in all grant-aided schools and 
establishments being composed of 138,366 women and 90,113 men.
The proportion of the two sexes varies greatly in the different 
types of school, women having for a long time predominated in 
the education of the younger categories. At the secondary 
level, on the other hand, there is a preponderance of men, while 
the latter greatly exceed their female colleagues in establish­
ments of further education. As far as status is concerned, a 
smaller proportion of women reach headships; 15.9 per cent of ■
vj
men teachers in maintained primary and secondary schools, but
(1)
only 11,6 per cent of women, were heads in 1950.
Prom their inception the Burnham-.Committee * s recommendations 
embodied differentiation between the pay of men and women 
teachers. The differential was not quite uniform; in theory 
women received 80 per cent of the corresponding male salary; 
the actual differential was somewhere between 80 and 90 per 
cent. Under the 1951 primary and secondary Report, for 
instance, a qualified woman teacher had a basic minimum of £338 
per annum - nine-tenths of her male colleague*s £375 - and she
t
proceeded by annual increments of £15 (man; £18), so that slov/ly 
the gap widened. Her maximum was £504 against the male £630,
di cf. Cmd. 8244, op. cit. Tables 6, 51 and 53
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this 4:5 ratio being achieved by giving men a 14-year scale, 
while a woman*s educational ladder only had 11 rungs. Under 
the 1945 and 1948 Reports a woman*s basic scale bore the same 
relationship to her male colleague*s, though in absolute terms 
the difference has widened with each pay increase.
A woman graduate receives an addition of £48 as against the 
male allowance of £60. She is entitled to "training" additions 
on the same principle as a man, but as these are granted in terms 
of so many increments for so many years of training, their cash 
value is less. As regards head teacher allowances, a woman 
head of a school in unit total group 0 received (1951) an allov/- 
ance of £50 against a male head* s £55; at the other extreme, the 
headship of a school in group XXII meant an addition of £790 
(man: £900). These figures constitute ratios of 90.9 and 87.7 
per cent respectively; for the intervening unit totals the 
differential was somewhere between these points. The London 
allowance is the same for both sexes.
An interesting development has been produced by the 1951 
special allowances system. Under the 1945 and 1948 Reports 
v/omen teachers could be granted an addition within a range 
precisely 80 per cent of that for men, but the 1951 scheme, 
as we saw, did not stipulate any definite figures, so that it 
became entirely up to individual authorities whether or not to 
maintain sex differentiation in rewarding special responsibility.
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The survey carried out by the National Union of Teachers
revealed that authorities have in fact adopted v/idely differing
(1) 
courses.
So much for primary and secondary schools. In further
education colleges women grade A and B assistants have a scale
which is again 90 per cent at the minimum and 80 per cent at
the maximum of that of their male opposite number, but at all
(2)
higher levels a strict 4:5 ratio has been maintained. In 
training colleges the position is more favourable to the fair 
sex. A woman lecturer under the 1951 agreement, for instance,
was on a scale of £500 x 25 - £750 - 90.9 per cent at the
minimum and 88.2 per cent at the maximum of the comparable male
(S)
scale. Annual increments are the same as for men. Both 
the 1948 and 1951 Report have narrowed the sex differential as 
against their predecessor, although a differential smaller than 
that in the general run of schools was already a feature of 
pre-war days.
(1) London, Birmingham and Leeds e.g. explicitly introduced 
equal pay; Essex, Middlesex, Surrey and NotDingham de facto 
made no distinction. Bedfordshire, Hull, Leicester and 
York more or less strictly adhered to the 4:5 ratio; others 
prescribed a smaller differential.
(2) Equally so for senior assistants under the farm institute 
reports.
(3) A woman senior lecturer had a salary of £700-£950, 
constituting 87.5 per cent (minimum) and 90.5 per cent 
(maximum) of the analogous male rate.
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Following the adoption by the Government of equal pay for 
the Civil Service, the Burnham.and Pelham Committees have 
recommended amendments to their reports to provide for a 
similar scheme. This will bring women teachers* scales up to 
the level of male salaries by 1st April 1961.
Conditions of Service
The Burnham Committees are responsible solely for 
negotiating teachers* salaries, but the representatives of the 
education authorities and teachers meeting informally as a 
"joint conference" issue agreed reconmiendations on matters such 
as the appointment and dismissal of teachers or payment during 
sick leave. These are model recommendations not binding on 
individual authorities, though in practice they are widely 
adopted.
Teachers* remuneration is in the nature of the case not
related to any definite number of hours, though for the purposes
of the Superannuation Acts some ruling has been necessary as to 
what constitutes full-time employment. vVhile normally - i.e.
where a teacher is engaged and paid on a whole-time basis -
no questions will be asked, the Minister "does not think that
a year * s service should be regarded as full-time if it cannot
reasonably be supposed to occupy at least 30 hours a week for
(1)
36 weeks a year ...".
(1) Ministry of Education Circular 224 (14.8.1950) s.3.
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(1)
Teachers* sup er aimuat i on is administered by the Ministry of
Education under special legislation, and provides for pensions
(2)
and lump sums - based on salary and years of service - at or 
after age 60. The scheme also provides for the grant of 
infirmity pensions or gratuities to those permanently 
incapacitated and for death gratuities in respect of those who 
die in harness. Teachers contribute 6 per cent of remuneration 
- until recently 5 per cent - towards the cost of the scheme.
The Burnham Committees have not laid down any rules 
regarding payment for additional duties undertaken by resident 
teachers, or the deductions to be made for the provision of 
board and lodging. All the Burnham reports stipulate that the 
"remuneration for residential duties by emoluments or otherwise 
is a matter for determination apart from the provision of these
(3)
scales *’.
(1) For details of conditions as to eligibility etc. see 
Ministry of Education, FORM 199 PEN (Jan. 1952).
(2) Average during last 5 years of pensionable service.
(3) See e.g. Primary and Secondary Report, 1951, op. cit. p. 1.
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Chapter 4
THE UNIVERSITIES
There are now twenty Universities and two university colleges
in Great Britain; they vary widely as regards age and tradition,*
constitution and size. They comprise the ancient English
foundations of Oxford and Cambridge ; the Universities of
London and Durham - the former constituting over one-fifth of
the total student population; the eleven civic Universities;
the Scottish foundations; the University of Wales and its
constituent institutions; and the University Colleges of
Leicester and North Staffordshire. On the fringe of the
academic world are the Manchester College of Technology and the '
(1)
Royal Technical College, Glasgow.
The universities are autonomous, self-governing institutions;
as indicated, they do not come under the control of the Ministry?
of Education. However, they now receive substantial govern-
(2)
ment grants, made on the advice of the University Grants 
Committee - a body appointed by the Treasury and the official 
link between the State and the universities. The Committee
(1) For a detailed account see University Grants Committee, 
University Development ; Report on the Years 1947 to 1952, 
Cmd. 8875 (HMSO 1953) p. 7 and pp.
(2) Recurrent Treasury grants constituted 31.4{;o of total 
university income in 1938-9 and 64.5/ in 1951-2. The 
percentage has since risen to about 70.
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co-ordinate and advise on matters of policy, over which they
(1)
now exercise a considerable measure of influence.
Academic Staffs
The universities have greatly expanded since before the
war, as is shown by the growth of the student population from
50,246 in the session 1938-39 to 83,458 in 1951-52. The
relative increase in academic staffs has been even greater,
the 1951-52 total of 8,952 representing a 124 per cent rise
(2)
above the pre-war figure of 3,994.
(3)
Full-time academic staffs, Gt. Britain; 1951-52
Demonstrators and assistant lecturers 1,537
Lecturers and senior lecturers 4,481
Independent lecturers, readers
and assistant professors 640
Professors 1,290
Others 1,004
8,952
The basic tiers in the academic structure are the assistant 
lecturer, lecturer, senior lecturer/reader and professor, but 
there is no rigid hierarchy. Thus some institutions employ
(1) cf. Report of the University Grants Committee, Universit y 
Development from 1935 to 1947 (HMSO 1948) p • 77 and pp.
(2) Cmd. 8875, op._cit. paras. 21 and 58.
(3) ibid. Appx. VII. ‘ Lecturers, assistant lecturers and 
demonstrators at Oxford and Cambridge are excluded.
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assistants as a grade below that of assistant lecturer, while 
in the medical world appointments are not normally made below 
the lecturer level. Again, some departments comprise both- 
senior lecturers and readers; others engage one or the other. 
Yi/hile certain of these variations are due to genuine differ­
ences of "work-load", others are simply a reflection of 
institutions* independent development.
The University Grants Committee do not prescribe hard and
fast staffing complements but, in agreement with the Committee
of Vice-Chancellors and Principals, have accepted that higher
non-professerial posts - assistant professors, readers and
senior lecturers - should constitute about 20 per cent of all
(1)
non-professorial personnel. This standard is provisional
and based on the abnormally high proportion of comparatively
junior staff, which has resulted from the exigencies of war-
and post-war recruitment. The large increase in the lecturer
grade - 190 per cent over pre-war in 1951-52 as against a 45
per cent rise in the number of professors - has meant a decline
in the proportion of higher posts; in 1950-51 even the Grants
( 2 y
Committee * s standard was not being maintained, though for the 
session 1953-54 the 20 per cent ratio was achieved. As for 
promotion prospects, the average entrant into academic service
(1) ITnlveralty Development 1955-1947. op. cit. pp. 47-8.
(2) Readers, senior lect-urers etc. then constituted only 11.5% 
of non-professorial staff. In calculating these percent­
ages Oxford and Cambridge have been excluded.
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cannot be certain of advancement beyond the lecturer level,
(1)
which must be considered the career grade for the majority. 
Even this far the path is not equally smooth, some assistant 
lectureships being temporary appointments.
Salaries
There is no formal Vvliitley Council for the negotiation of
academic salaries, but both the Committee of Vice-Chancellors
and Principals and the Association of University Teachers now
have the right to make representations to the University Grants
(2)
Committee.
In their Report on the period 1935-1947 the Grants Committee
state that in the nineteen-thirties academic remuneration was
generally inadequate - even by their own modest standards.
The Committee refer to the improvement in this respect at the
end of the war, but point out .that any substantial change in
the value of money or in the remuneration of comparable
(3)
professions would produce a new situation. Such a "new
(1) cf. University Development 1935-1947, op. cit. p. 47.
(2) 20.7'.1'0'5'5," "H.C. Deb. 544, ^
(3) University Development 1955-1947, op. cit. pp. 45-6,
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situation" in fact arose in 1948 as a result of the Govern-
( 1 )
ment*s acceptance of the Spens Report, which recommended pay 
levels for National Health Service specialists substantially 
above those in university medical schools : "to have allowed
this disparity to continue would have meant in time the de­
population of the schools". Further, the salaries of clinical 
teachers were already above those of other academic staffs; 
if this gap had been allowed to widen, it would have produced
"a state of almost intolerable tension throughout the
(2)
universities". Hence the Grants Committee agreed that a
general revision of academic remuneration was unavoidable,
and on 15th March 1949 the Chancellor of the Exchequer announc-
(3)
ed that new salaries were to be introduced as from the 
beginning of the next session. ■ There thus took place a sub­
stantial upward revision of university pay - non-medical as 
well as clinical - these 1949 salaries remaining in operation
(4)
until 1st October 1954.
In pre-war days, academic remuneration varied considerably
(1) Report of the Inter-Pepartmental Committee on the Remunera­
tion of Consultants ana SpecTaTists,'~hmd.‘ 7420 (ËIvKÙ 1948 j'.
(2) Cmd. 8875, op. cit. para,' '67.
(3) H.C. Deb. 462, 171.
(4) The 1954 f igures (non-medieal, outside London) are :
assistant lecturers ; £550-£650; lecturers : £650-£1,350; 
senior lecturers/readers: a maximum of up to £1,850# 
Professors; £1,900 (minimum), plus supplementation allowing 
for actual salaries of up to £2,850.
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between institutions; the Grants Committee did not attempt to
lay down any common standards. However, as the 1949 increases
were only made possible by Exchequer assistance, it became
necessary to ensure that the universities observed a certain
measure of uniformity; the additional grants were therefore
made conditional on salaries * not exceeding certain specified
limits. However, as Table 21 shov/s, there is no rigid
uniformity even now. Individual authorities fix scales within
the prescribed ranges; in theory there is nothing to prevent
them from exceeding the Chancellor * s minima. In a special
category are the Universities of Oxford and Cambridge where the
(1)
University only, but not the individual colleges, are grant- 
aided. Here the general level of remuneration is altogether 
higher.
TABLE 21
Assistant Lecturers
Assistant lectureships are tenable for three or four years.
(2)
Scales actually in force since 1949 include £400 x £50 - £500 
(Reading, Exeter, Southampton); £450 x £25 - £500 (Leeds, 
Nottingham); £450 x £25 - £550 (Liverpool, Sheffield) and
(1) With one or two exceptions.
(2) The information in this and the following sections relates 
to the period following the increases of October 1949, but 
prior to those of October 1954.
Tabla 21
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THE UKI7ERSITISS
A c a d e m i c  S t a f f s
( p
(Men and Women, Gt. Britain)
Non-medical posts;
Assistant lecturer 
Lecturer
Senior lecturer/reader 
Professor
Pre-clinical posts:
Lecturer
Reader
Professor
(3)
Clinical posts;
Lecturer
Reader
Professor
Salaries as from 1.1Q.19U9 
£ p • a.
Loo - 5o^^^
5oo - 1,100 
— 1,600 
l,6oo -
6oo - 1,200/1,800 
1,200 -  1,800 
2,000 -  2,500
600
1,500
2,250
1,500/2,000
2,000 ;^
2,75o ('")
(L)
Yloh— ywkt</tc*/
(1) Though there is no formal London allowance,/salaries in the capital 
are generally £50 higher.
(2) An increase to £550 was sanctioned in 1952.
(3) The salaries for clinical staffs became operative from 1.I|-.19U9.
(L) For posts of special responsibility (@.$. headslriip of an independent 
department) the maximum may be up t# £2,500.
(5) A distinction award may be payable in addition.
% All salaries were increased as from 1.10.195U and have been further 
revised since.
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£450 X £50 to £500 (University of Wales, Leicester). In 
London the University does not itself prescribe rates for lower 
academic staff, t h o u ^  the Collegiate Council makes certain 
recommendations v/hich are fairly strictly adhered to by the 
individual colleges ; the scale so recommended as from October 
1949 was £450 x £50 - £550. In Cambridge the assistant 
lecturer starts at not less than £600 per annum. An increase 
of £50 a year "on account" of any subsequent revision of pay 
was granted by a number of universities in 1952, when the 
University Grants Committee sanctioned the raising of the 
assistant lecturer maximum to £550.
No ranges have been laid down for demonstrators or research 
assistants; presumably the market is here imposing its own 
terms. Their status and pay may be assimilated to that of 
assistant lecturers, though it is frequently below. University 
scientific departments also employ technicians and laboratory 
assistants, but these are not considered as part of the academic 
hierarchy. The average salary of assistant lecturers and
demonstrators for the whole country other than Oxford and
Cambridge was £313 in 1938-39, £439 in 1946-47 and £533 for the
(1)
session 1951-52.
(1) Cmd. 8875, op. cit. p. 87.
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(1)
Lecturers, Senior Lecturers and Readers
Lecturer scales mostly start at £550 - i.e. at £50 above 
the Chancellor*s minimum; this does not seem to incur the dis­
pleasure of the Grants Committee. In London and Sheffield 
the minimum is £600; in Cambridge at least £750. Annual 
increments are £50. In some cases there are efficiency bars 
at £800 or £900, while in others the scale is formally sub­
divided. As regards senior lecturers and readers, the 
Chancellor of the Exchequer merely prescribed "a range of 
salaries with varying maxima up to £1,600 per annum", nor has 
this been any more closely defined by the Grants Committee. 
Actual scales for these two grades overlap: in London, for
instance, most senior lecturers receive £1,000 x £50 - £1,250,
(2)
and readers £1,050 x £50 - £1,450 (£1,650 in special cases).
On the whole, there is more variation and fluidity here than 
lower down the hierarchy.
(3)
The average salary of senior lecturers and lecturers was
£477 in 1938-59 and £688 in 1946-47. By 1951-52 this had gone 
up to £955: £863 for lecturers and £1,380 for senior lecturers
For the category "readers, assistant professors and independent
(1) Excluding medical and pre-clinical staffs.
(2) There is a bar at £1,250.
(3) Lecturers at Oxford and Cambridge are excluded.
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lecturers" the pre-war average was £671 a year; by 1946-47 this
(1)
had risen to £982 and by 1951-52 stood at £1,468 per annum.
(2)
Professors
Professorial pay used to vary both as between universities
and as between chairs in the same institution. On the whole,
remuneration was higher where income from endowments was
greater, while a number of universities differentiated in
(3)
favour of chairs in scientific and engineering subjects. At 
the time of the first post-war revision the University Grants 
Committee felt compelled to give some indication of the salaries 
they could take into account in determining their grants; faced 
with the problem of, on the one hand, accepting existing in­
equalities as a basis of grant policy or, on the other, 
securing uniformity of remuneration, they decided on a middle 
course. They agreed to recognise a basic rate of professorial 
pay of £1,350 per annum for university colleges; £1,450 for 
universities and £1,500 in London; in addition, they assessed 
for each institution a sum to be expended in raising the 
salaries of some professors above the standard rate. Ln 
determining the amount of this "supp1ementation" the Grants
(1) Cmd. 8875 op. cit. p. 87.
(2) Excluding medical and pre-clinical.
(3) University Development 1935-1947, op. cit. p. 46.
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CoiTiinittee take into account, amongst other things, the number
of chairs, the oroportion in scientific and technological
(1)
subjects and the size of the student population; they do not
determine or suggest what the remuneration of a particular
individual should be. It is left to each institution whether
to pay a special prize to its most eminent professors - or
those in danger of being snatched away by an avaricious labour
market - or to embark on salary differentiation only in relation
to departmental responsibilities. As a result, there is still
much diversity of practice as between one university and
(2) 
another.
The professorial minimum v/as raised to £1,600 per annum in
1949 for both university colleges and universities; for London
the figure became £1,650. There is also increased provision
for supplementation, allowing for a wider range in excess of
the standard rate than formerly. Average remuneration for
professors was £1,115 in 1938-39, £1,534 in 1946-47 and £2,041
(3)
In 1951-52.
(1) ibid. p. 47.
(2) cf. Cmd. 8875, op. clt. para. 68.
(3) ibid. p. 87.
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Medical and Pre-Gllnical Posts
As shown, by Table 21, academic posts in university medical
and dental schools are far more favourably remunerated than
their equivalent in the non-medical faculties. In 1949 a
clinical professor was given a scale coterminous with (the
upper half of) that of a hospital consultant; like the latter,
he is eligible for an additional distinction award, payable
(1)
from Health Service funds. While medical academics have
always been better paid than their non-medical colleagues, the
difference was not excessive; it was the acceptance of the
Spens recommendations which has caused the present rather
drastic gap. In their Report on the 1947-52 quinquennium the
University Grants Committee referred to - and sympathised with -
the unpopularity of this salary differentiation, but felt
bound to recognise it as an unavoidable necessity; "There can
be no question of levelling down the medicals, and levelling up
of the non-medicals is not going to.be a practicable policy for
(2)
some time".
The Spens Report is also responsible for the differentiation 
in favour of medical schools* pre-clinical staffs. These
(1) cf. pp.224 and 227 post.
(2) Cmd. 8875, op. cit. para. 70.
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posts are almost invariably filled by medically qualified 
personnel, but v/hile under pre-Spens conditions pay was at 
about the same level as that in university scientific depart­
ments, this was no longer possible when clinical salaries were 
raised to the Spens level. Hence special ranges were intro­
duced in 1949 - well above the non-medical rates.
Sex and provincial differentiation; In contrast to other
forms of teaching, the universities practised "equal pay" at
. (1)
all levels before the Treasury gave a lead in that direction.
As regards provincial differentiation, the salaries of non­
medical staffs of London University are, in general, £50 above 
those of their colleagues outside the metropolis.
Conditions of service; The universities are almost unique 
in having a system of family allowances - at the rate of £50 
per child per annum - payable during the whole period of full­
time education. There is a special Federated Superannuation 
System for Universities (P.S.S.U. ); all academic staff 
contribute 5 per cent of salary towards the cost of the scheme, 
with the employing authority paying 10 per cent.
(1) A breakdown of staff by sex is not available. A document 
issued by the Central Office of Information (July 1952) 
puts the number of women holding chairs at British 
universities at 27.
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Chapter 5
(1)
THE NATIONAL HEALTH SERVICE
The National Health Service Act v/as passed in 1946 and 
became fully operative on the "appointed day" - the 5th July 
1948. Under it it is the duty of the Minister of Health
"to promote the establishment in England and Wales 
.of a comprehensive health service designed to 
secure improvement in the physical and mental 
health of the people of England and Wales and the 
prevention, diagnosis and treatment of illness ..."'^ /
The purpose of the Health Service is to provide advice or
medical care for the individual man, woman and child; its
range covers ever^d:hing from the treatment of rare diseases
to the surgery of the brain, from the care of mental defectives
to the provision of artificial limbs. Included also is all
that goes with medical care, such as the services of a midwife,
(3)
home nursing, and the supply of drugs.
(1) For much useful information see Hill & Woodcock, The 
National Health Service (Christopher Johnson, 1949^ and 
J.S. Ross, The National Health Service in Great Britain 
(Oxford University Press, 1%52). ~
(2) National Health Service Act, 1946 (9 & 10 Geo. 6. c. 81) 
s .1,
(3) cf. Ministry of Health and Central Office of Information, 
The National Health Service (HîvïSO) p. 5.
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Only a minor part of the Service is reserved for direct 
administration by the Minister. Under the Act he is to 
provide a bacteriological service for tie control of infectious 
diseases and, optionally, a blood transfusion service; he can 
also initiate research. For the rest, administration falls 
into three main sections :
1) hospital and specialist services
2) general medical e t c . services
3) local health authority services.
For the administration of hospital and specialist services 
England and Wales are divided into fourteen regions, for each 
of which a Regional Hospital Board has been set up. These 
boards, in turn, have appointed a number of Hospital Management 
Committees to be responsible for individual hospitals; in 
practice, management committees take over most of the regional 
boards* functions, apart from questions of general policy, 
overall planning and major expenditure. In addition, thirty- 
six institutions have been designated as teaching hospitals, 
which are in the charge of Boards of Governors ; the regional 
boards have no "say" over these.
The general medical e t c . services include general 
practitioner, dental, supplementary ophthalmic and pharma­
ceutical services. The administrative organ here is the 
Local Executive Council, of which there are 138 - broadly
speaking, one for each county or country borough area. For
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the provision of 1he various services executive councils enter 
into contracts with general practitioners, dentists, opticians 
and pharmacists.
The third branch of the Health Service is unified under the 
major local authorities - the county councils and county 
boroughs - which have been designated as Local Health Authorit­
ies for the purposes of the Act, Each of these is obliged to 
make arrangements for the provision of health centres, matern­
ity, child welfare and home nursing services, health visitors, 
vaccination and immunisation and an ambulance service. In 
addition to these statutory functions, health authorities are 
empowered to organise home help and care and after-care 
services ; for the provision of some of these, they may make 
arrangements with voluntary organisations.
The National Health Service does not monopolise the purvey­
ing of health. Medicine still has a private sector, though 
some nineteen out of twenty people are taking advantage of 
the family practitioner service, while nine out of ten doctors
and dentists and nearly all the specialists, pharmacists and
_  . (1) 
opticians are associated with the N.H.S., though not
(1) The National Health Service, op. cit. p. 2.
- 212 -
necessarily on a full-time basis. Again, the Armed Forces
retain their own medical organisation, while a small number of
doctors and nurses are engaged by private concerns in what
(1)
might be termed "industrial medicine".
National Health Service staffs; The personnel in the 
Service comprises many widely varying groups, including medical, 
nursing, other professional, clerico-administrative and 
ancillary grades. v^ jhile complete statistics are not available, 
the following table gives a breakdown of the main categories :
(2)
Persons engaged in the National Health Service as at 51.12.1951
Hospital and specialist services "Whole-time Part-time
Medical and dental 10,245 23,281
Nursing and midwifery 136,210 25,756
Other professional and tecimical 16,631^^' 7,382
Blood transfusion centre and
mass radiography staff 1,956
Administrative and clerical 27,285
Regional Hospital Board H.%. staff 1,736
Maintenance and transport workers,
craftsmen, etc. 22,125
Domestic grades 105,416 35,630
(1) For further information see Report of a Committee of Enquiry- 
on Industrial Health Services (Dale Report), uma. 8X7Ü 
THMSO 1951).
(2) Compiled from Report of the Ministry of Health, Period 1st 
April 1950 to 31st December 1951, Part I, Cmd. 8655'Th MSO 
1 9 5 2 As complete figures are not available, no total is 
given. (Local executive councils * administrative staff 
e.g. are not included.*)
(3) Excluding 4,483 students.
- 213 -
Family practitioner services # 10le-time Part-time
---------   (Tp-
General practitioners 18,000
General dental practitioners 9,694
Ophthalmic medical practitioners
and opticians 7,975
(2)
Local health authority services
Domiciliary midwives 7,386 (3)
Home nurses 3,721 4,979
Health visitors, etc. 1,637 4,518
Nursery nurses(^) 6,411 101
"Home helps" 3,610 21,841
None of the above are civil servants. Notwithstending the
Minister being the legal owner of the hospitals, every officer
therein is directly employed by either a regional hospital
(5)
board or a board of governors. The latter both appoint and 
employ the staff of their teaching hospitals; regional boards 
appoint only senior medical and dental grades, leaving the 
various management committees to engage the rest. Hospital 
establishments, however, can only be altered subject to central 
approval. Doctors and dentists providing general practitioner 
etc. services, likewise, are not civil servants ; formally,
(1) Principals only; the figure is approximate.
(2) The numbers include certain staffs employed by voluntary 
organisations under arrangements made with local 
authorities.
(3) The majority were also employed in domiciliary midwifery 
ana/or health visiting.
Day nurseries only; excluding students and domestic staff.
(3) cf. National Health Service Act, 1946, s. 14(1).
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they are not even employees of the local executive councils v/ho 
pay them, but are deemed to be serving their patients. Those 
working in the local health authority services, on the other 
hand, are employees of these authorities.
Negotiating machinery; Prior to 1948, there already existed
in the various sections of public health a number of joint
committees and councils; however, these were not linked with
one another and difficulties had arisen from the resulting lack
(2)
of co-ordination. The Vmitley machinery, which has since been
evolved, covers practically all N.H.S. employees, and applies to
Scotland as well as England and Wales. It consists of a general
(3)
and nine functional councils, the former dealing with matters 
affecting grades in more than one occupational group. The 
functional councils fix the remuneration of the particular 
staffs v/ithin their purview; they are autonomous, their decisions 
not requiring General Council approval. A networ!^ of joint 
consultative and regional appeals committees has also been 
established; in case of disagreement, disputes are referred to 
arbitration.
The nine functional councils are ;
(1) Though executive councils have no powers of dismissal, there 
IS a procedure for removing really unsatisfactory individ­
uals .
(2) cf. Report of tiie Ministry of Health for the year ended 31st 
Mar c T T TÏÏ56Y ------ ----------
(3) As well as a Scottish Advisory Committee.
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a) Administrative and Clerical Staffs Council
b) Ancillary Staffs Council
c) Dental Yi/hitley Council
d) Medical Whitley Council
e) Nurses and Midwives V/hitley Council
f) Optical Yi/hitley Council
g) Pharmaceutical Wnitley Council
h) Professional and Technical Council "a "
i) professional and Technical Council "B"
The local government and National Health Service employ 
many grades common to both; in order to avoid anomalies as 
well as too great a multiplicity of negotiating bodies, it was 
agreed that the new councils should cover such occupational 
groupings in both fields. However, local health authority 
administrative and clerical workers, domestic staffs (other 
than in residential institutions) and employees of voluntary 
organisations with whom health authorities have made agency 
arrangements, are excluded from N.H.S. Yi/hitley machinery.
The 1946 National Health Service Act itself had little to 
say on the subject of pay. Section 66 provided that
"Regulations may make provision with respect to the 
.qualifications, remuneration, and conditions of 
service of any officers employed by any body 
constituted under this Act ... and no officer to whom 
the regulations apply shall be employed otherwise 
than in accordance with the regulations. "
In 1951 the National Health Service (Remuneration and Conditions 
of Service) Regulations were made, which provided that the pay
of any officer, belonging to a class whose remuneration has
been the subject of negotiation and approved by the Minister,
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shall "be neither more nor less than the remuneration so 
(1)
approved The purpose of the regulations was to give a
more solid legal foundation to national rates of pay and other
service conditions. The ruling that salaries shall be "neither
more" - an unusual statutory provision - had become necessary
because a number of hospitals had been paying their staff in
excess of v1/hitley scales and had declined to conform to the
(2)
latter even when officially requested to do so.
We shall not, in this chapter, be able to deal with the 
remuneration of all the grades and occupations in the National 
Health Service. We shall not cover those within the purview 
of the Ancillary Staffs Council, which comprises domestic and 
other manual workers such as porters, ambulance drivers and 
ward orderlies. Administrative and clerical personnel within 
the ambit of the Administrative and Clerical Staffs Council 
will also be excluded.
(1) S.I. 1951 No. 1373, s. 3(1).
(2) cf. Summarised Accounts of Regional Hospital Boards, etc. 
for 3Æir"enïïed' "STsT l S F c E % g 5 % : 'H.ÏÏ. 158 ÇHMSO l9'6l1
para. 6.
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Doctors
A registered medical practitioner is one whose name appears
on the Register maintained by the General Medical Council as
qualified to practise medicine, surgery or midwifery. He must
possess an appropriate degree or diploma, following v/hich a
"certificate of experience" must be obtained by rendering a
(1)
satisfactory twelve months* service in an approved hospital. 
Those aiming at senior appointments or who wish to become 
consultants proceed to further training, usually securing 
membership/fellowship of one of the Royal Colleges or a higher 
university degree. We shall now have to consider separately 
(a) doctors in hospitals, (b) doctors in general practice and
(c) doctors in the public health (i.e. local authority) service
Hospital Doctors before the Appointed Day
Before the passing of the 1946 Act, hospitals were either
"voluntary" or under the control of local authorities. As
far as consultants and specialists were concerned, those in 
voluntary institutions held honorary part-time appointments, 
from which a successful private practice normally accrued.
(1) The requirement to spend a year in hospital was a provision 
of the Medical Act of 1950, operative from the beginning of 
1953.
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Specialists in municipal hospitals were paid, though here also 
the great bulk held part-time posts, being remunerated on a 
sessional basis. Some salaries for hospital doctors were, 
however, laid down after certain hospitals passed into municipal 
ownership, following the Local Government Act of 1929. These 
scales are contained in what is known as the Askwith Memo­
randum, which covered both medical officers in institutions 
then transferred to local ownership, as well as those engaged 
in the administration of municipal health. The Askwith rates 
did not apply to the voluntary hospitals, nor to consultants 
and specialists anywhere.
The original Askwith scales - agreed to in 1929 - remained
unchanged throughout the 1930s, though subsequently augmented
by a war/cost-of-living bonus of £60; in addition, there have
been two revisions, operative from April 1946 and July 1947,
(1)
respectively, the 1947 rates remaining operative until tlie 
appointed day. For resident medical officers - those "employed 
in hospitals, sanatoria, or other institutions without the 
responsibility for the work of other medical officers" - the 
salary, as from 1st April 1946, was £515 x £25 - £615, 
increased from 1st July 1947 to £532.10.0 x £25 - £632.10.0.
(1) Both revisions were in the form of percentage increases over 
and above the original scales.
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Pull residential emoluments were supplied in addition. This 
scale did not apply to very junior staff - those without 
previous experience or holding one-year appointments. Assist­
ant medical officers to mental hospitals received the same 
salary, but could qualify for an extra £50 per annum if 
possessing a diploma in psychological medicine.
The only other institutional category provided for in the 
Askwith memorandum were "medical superintendents of institut­
ions, other than mental hospitals", defined as those in charge 
of a hospital, sanatorium etc. with over 100 beds. Remunera­
tion in this case was inclusive of residential emoluments; 
the minima operative in the last pre-N.H.S. year ranged from 
£1,035 per annum in institutions with not more than 150 beds to 
£1,435 in those with more than 750. An increment of £50 was 
payable every two years up to a maximum of 25 per cent above 
commencing salary, except for the highest range v/here remunera­
tion was a flat rate.
On the whole, the Askwith scheme left considerable freedom 
of manoeuvre to local authorities. The memorandum contained 
Certain discretionary clauses; as a result, actual salaries 
paid were not necessarily in conformity with the formal scales, 
nor necessarily uniform as between one authority and another. 
Further, Askwith stipulated that within four to five years of
an officer reaching his maximum, the employing authority
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should, consider whether a further increase was warranted. 
Finally, the memorandum only laid down rates for fairly junior 
hospital doctors on the one hand, and the most senior on the 
other, these being the main grades in existence when the 
Askwith pattern took shape; the intermediate levels were "at 
discretion" from their inception. Vie may add that medical 
salaries in municipal hospitals before 1948 tended to be 
closely related to those of the local authority* s public 
health appointments - an interesting point because, with the 
exception of medical superintendents, hospital remuneration is 
now independent of that attaching to public health posts.
Hospital Medical (and Dental) Staff since the Appointed Day
(1)
Hospital medical and dental staff as at 31.12.1951
1/Vhole-time Part-tii(i§^
House officers 2,783 56
Senior house officers 1,329 46
Registrars 1,683 275
Senior registrars. 1,327 345
Consult ants 1,605 14,032
Junior hospital medical officers 500
Senior hospital medical and 
dental officers 840 2,450
Medical and deputy medical 
sup er int endent s 115 51
General practitioners
(medical and dental) 5,202
Other medical/dental staff 63 824
10,245 23,281
(1) Report of Ministry of Health, 1.4.1950-31.12.1951, op. cit
p. 121. The figures relate to paid appointments only;
there were 64 whole- and 782 part-time staff serving in an 
.honorary capacity.
(2) The number of appointments, not persons, is shown, many 
part-timers holding more than one post.
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The question of staff complements has caused considerable
difficulty; as an economy measure, a review was decided on
during 1950 in order to fix establishments for those categories
(1)
most numerous in the Service. The number of consultants has
in fact grown from 5,649 at the end of 1950 to 6,510 at the end 
( 2 )
of 1954, though the total establishment is still less than that
originally envisaged. Numbers in the case of senior registrars
have been even more problematical. At the end of 1950 drastic
(3)
limitations were proposed, with the object of keeping "oui>-put"
in balance with the total of higher appointments likely to be
available. This suggestion received a very hostile reception
as well as causing staffing difficulties, though a compromise
has since been reached, allowing complements to be exceeded in
certain circumstances. As regards other hospital medical
staff, the position is rather different; a serious dearth in
the house officer, junior hospital medical officer etc. grades
(4)
was reported by the Ministry of Health in 1953.
P ay; Ah Inter-Departmental Committee, under the chairman­
ship of Sir Will Spens, had been appointed in 1947 to advise
(1) The review extended to medical and dental, nursing, 
administrative and clerical, and domestic etc. workers.
(2) Report of the Ministry of Health for the year ended 31st 
December 1954, Part Ï / Cmd. 9566“ (HMSO l'955) p.' 35%
(3) cf. Cmd. 8655, op. cit. p. 14. Numbers were to be limited 
to 600, compared with about 1,400 in post.
(4) Report of the Ministry of Health for the year ended 31st
December 1953, Part I, Cmd. 9321 (HMSO 1954) pp. 33-5.
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on the range of professional remuneration appropriate for 
consultants and specialists in a publicly organised hospital 
and specialist service. They were to consider the matter 
"with due regard to the financial expectations of consultant 
and specialist practice in the past, to the financial expect­
ations in other branches of medical practice, to the necessary 
post-graduate training and qualifications required and to the 
desirability of maintaining the proper social and economic
status of specialist practice and its power to attract a
(1)
suitable type of recruit". The Committee submitted their 
Report in May 1948 and acceptance by H.M. Government was 
announced in the following month. Proposals based on the 
Spens recommendations were published - after protracted 
discussions - in March 1949, and with modifications formed the 
basis of permanent contracts offered later that year. They 
were applied retrospectively as from the appointed day.
The National Health Service provided for the first time for 
a paid consultant and specialist service; there were no previous 
salary scales on which the Spens Committee could base their 
recommendations. However, they had before them details of 
average incoiries, prepared on behalf of the Royal Colleges and
(1) Report of the Inter-Departmental Committee on the Remunera- 
tion of Consultants and Specialists, Cmd. 7420 (HIviSO 1^48^ 
p. 3.
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the British Medical Association; these revealed that while 
42.7 per cent of consultants - all specialties and all areas 
of Great Britain - had a net income of £1,000 or less in
(1)
1938-39, 10.1 per cent iiad net earnings of £4,000 and over.
The figures also showed that there were considerable variations
between the different specialties: 47.4 per cent of all
gynaecologists aged 50-54 had net incomes of £4,000 and plus,
as against 3.8 per cent among ear, nose and throat specialists,
(2)
to cite an extreme case.
The Spens Committee felt that it would be a mistake to base
future remuneration on the differences disclosed by the
statistical enquiry, and recommended equality of status between
(3)
the various branches of specialist practice, as also between 
teaching and non-teaching hospitals. The pay proposed for 
trainee specialists was likewise a break with the past, when 
remuneration at that level was in the nature of a training 
grant rather than a full salary. As a corollary, i.e. as the 
nev\T standards would remove the hardships formerly experienced
(1) ibid. Table 6. Spens estimated that slightly less than 
three-quarters of those in practice in 1938-39 and surviving 
in 1947 co-operated in the enquiry, and that the average 
net income of the proportion.making the return might, in 
the age groups under 60, be at the most 10-15/ too high.
For the older age groups the figures are considered of 
doubtful value.
(2) ibid. Table 4, which see for details. The differences 
were much less pronounced for the lower age groups.
(3) However, though the highest remuneration would be open to all 
types of specialists, " t^he proportion attaining that remune­
ration might be less in some fields than in others and might 
V|rg ^ith tlj^ e ^ ^ncreasing imp^^tance of this or that branch
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at the "trainee" stage, that remuneration would he maintained
at a consistent level until retirement, and that throughout his
career the specialist would enjoy financial security in marked
contrast with the uncertainties of private practice, "some
reduction was justifiable not only in the ceiling figure of
the incomes attainable in the past, but also in the proportion
(1)
of consultants attaining to the highest levels of remuneration".
Spens thus envisaged a spread of incomes different from 
that obtaining formerly, including some curtailment of both 
the size of, and the numbers earning, the most glittering 
prizes. At the same time, "there must remain for a signific­
ant minority the opportunity to earn incomes comparable v/ith
(2)
the highest which can be earned in other professions". The
Committee therefore proposed a system of "distinction awards":
Thirty-four per cent of specialists - including those working
in universities - should be eligible for these, in recognition
of special contributions to medicine, exceptional ability or
outstan.ding professional work. These recommendations have
(3)
found their vjay in toto into the new "Terms".
(1) ibid. p. 10.
(2) ibid.
(3) National Health Service, Terms and ‘Conditions of j^ervice 
of Hospital Medical ana Dental Staff' '(England and talesT 
17.6.194Ô j. '"Terms" used subsequently refers to this 
document.
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TABLE 22
Table 22 sets out the National Health salaries, the ante­
cedents of whose birth we have jus g outlined. The six-month 
house officer jobs are normally held immediately after regist­
ration, and are followed by a senior house officer appointment, 
tenable for one year. Registrar rank is reached not less than 
two, and senior registrar status not normally until four, years 
after registration; advancement between these is not automatic.
The basic salary scale for full-time consultants laid down
in the Terms was £1,700 to £2,750 per annum, the ma^cimum being
reached at age 40 at the earliest. No formal definition of
"consultant" is given; according to professional opinion it is
almost impossible to define him. In the past such status was
secured as a result of having the requisite training, academic
degrees and experience, but the fact of recognition was the
most important factor. However, the implementation of the
Spens Report made it necessary to make definite decisions in
the matter; small professional committees were therefore appoint-
(1)
ed to grade hospital staff.
(1) cf. The National Health Service Act in Great Britain - A 
Review of the FirsF Y b a r *s Working, published by The 
Pr act it ioner (Autumn 1949) pp. 6-8♦
Table 22
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NATIONAL HEALTH SERVICE
Hospital Medical and Dental Staff 
(Men and Women, Gt. Britain)
Salaries as from 5*7*19^8
Trainee consultant and consultant grades:
House officer^^)
First post (tenable for 6 months)
Second post (do.)
Third and any subsequent post (do.)
Senior house officer
Registrar 
First year
Second and any subsequent year 
Senior registrar
(2 )
Consultant
Other hospital grades:
Junior hospital medical officer#
Senior hospital medical/dental officer
*
£ p.a.
3^0
koo
450
670
773
890
1,000 X  100
1,768 %^ 123
X 130
X  123
-  1,300
-  2,073
- 2,373
- 2,730
700 X  30 - 1,000 
1,30^x 50 - 1,750
(4)
(1) £100 p.a. is deducted from the figures for board and lodging. In
exceptional circumstances, salaries up to £30 higher than the standard
rates may be paid.
(2) Special distinction awards of £300, £1,300 or £2,300 p.a. are payable in 
addition to a proportion of consultants: see text.
(3) The minimum is payable at age 32; at 31 the salary is £1,330; at any
lower age it is £1,400. Consultants appointed after age 32 may be paid 
above the minimum, the highest commencing salary being £2,223 at 36 or over.
(4) Payable if appointed not less than two years after registration as a 
medical practitioner.
(5) The minimum is linked to age 32 and the position on the scale is 
determined by age.
* These salaries were increased as from 1.4.1934 and have been further 
revised since.
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As for the special distinction awards payable over and
above the "basic" salary, these have been accepted precisely
as recommended by Spens. A Standing Advisory Committee - its
precise doings have been shrouded in considerable secrecy -
was set up in 1949 to advise the Minister of Health which
specialists should get av/ards, on the basis that 4 per cent
should receive the highest "A" av/ard (£2,500 per annum for
whole-time staff), 10 per cent the "B" award (£1,500 a year),
and 20 per cent the "0" award (£500 per annum) ; the number
currently paid (England and Wales) is 260 "A", 651 "B" and 1302 
(1)
"C" awards. Full-time consultants can also supplement their
salaries through, for example, fees for examinations required by
(2)
employers or life insurance companies, but no additional payment 
is made to them for domiciliary consultations, and they are 
not entitled to undertake private practice.
#ien the grading of hospital personnel was undertaken, 
there were found to be a considerable number carrying out 
"specialist" work, yet who could not be classed with those who 
had undergone the comprehensive training necessary for full 
consultant status; for these the appellation of "hospital 
officer" was coined. Senior hospital medical officers are
(1) Cmd. 9566, op. cit. p. 35. "Current" refers to 31.12.1954.
(2) i.e. fees m a y b e  charged for services.not provided free 
under the National Health Service Act.
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senior staff performing clinical duties, who are not of
consultant status but are not registrars; in practice, a
SJi.M.O. might be, say, the hospital *s "anaesthetist" in contra-
(1)
distinction to the "consultant anaesthetist". Senior hosp­
ital dental officers are generally engaged in clinical teaching. 
The final role of the S.H.M.O. has been, and still is, a 
matter for controversy; originally, the grade was intended to 
be a largely temporary expedient. Part of the reason for its 
continued existence is the keen competition for consultant 
posts ; many senior registrars are compelled to become S.H.M.O.s 
for lack of consultant vacancies. Even the junior medical 
officer grade might be a life appointment, although he is 
"inferior" to a registrar. Junior and senior hospital 
medical officers are thus not part of the ideal "ladder of 
ascent" to the summit of the profession.
Apart from the grades shown on Table 22, the Terms deal 
with medical superintendents; the extent to which these are
employed varies, as prior to 1948 they were almost exclusively 
confined to local authority institutions. Medical super­
intendents then formed part of local authorities* public 
health staffs; their salaries were regulated by the Askwith 
agreement, and were very similai’ to those of senior medical 
officers - M.O.s in charge of, say, the school medical service.
(1) cf, Form of Contract for Whole-Time Consultants ...
(Supplement to British Medical Journal, 11.6.1949) para. 8.
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The present position is that the senior medical officer has 
remained part of "public health", while the medical super-
(1)
intendent has been absorbed into the National Health Service.
So far as the latter is concerned, the Terms provided that
medical superintendents and their deputies be paid on the
consultant/S.H.M.0. scale for that fraction of their time
spent on clinical duties, and as hospital administrative
(2)
officers for that portion given to administrative v/ork.
Where an individual was engaged almost wholly on clinical work, 
he was to be remunerated as though a full-time clinician.
The interpretation of these provisions caused considerable
(3)
difficulty; under a 1952 ruling of the Industrial Court it was 
laid down that at least 52 hours weekly must be devoted to 
clinical work in order to merit payment wholly in accordance 
with the relevant clinical scale. The Court also stipulated 
that the salary for medical superintendents engaged whole-time 
on administrative duties was to be, retrospectively from 1st 
October 1950, not less than £1,350 per annum and not more than 
£1,750, substantially upholding the management’s claim that the
(1) cf. Industrial Court Award No. 2357 (Hîv'ISÛ 1952) p. 10.
(2) The appropriate administrative salary was to be that of the 
hospital management committee’s secretary or assistant 
secretary. The pay of management committee secretaries, 
operative from 1.5.1951, ranged from £745-£l,000 to £1,500-
. . £1,9Q0.
(3) Award No. 2357, op. cit.
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rémunérât ion of medical superintendents should continue to be 
aligned to that of local authority senior medical officers.
Fart-time appointments; The great majority of consultants
and specialists even now hold part-time appointments. For
purposes of pay the average time required for each post is
assessed by the employing board, travelling - up to 1 hour per
each half-day of 3-^  hours - ranking as "work" . The part-time
officer receives x/llths of total remuneration - it is assumed
that the full-time salary is earned in 11 half-days - plus an
additional proportion of this amount; maximum pay is 9^/llths
(1)
of the whole-time salary. Part-time specialists qualify for 
substantial additional payments for domiciliary consultations 
as well as for travelling allowances for routine journeys; 
they are also eligible for distinction awards - proportionate 
to the number of sessions put in. Most important, part-time 
consultants have the right to engage in private practice from 
which their full-time colleagues are precluded; they have thus 
very considerable advantages over the latter.
For a number of reasons the Spens Committee had framed
(1) 9/llths in the case of part-time registrars. In special 
circumstances a board may offer a higher rate, subject to 
the Minister’s consent.
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their recommendations in terms of the 1939 value of money,
leaving to others the problem of adjustment to post-war
conditions. They strongly emphasised that such adjustment
should iiave regard not only to estimates of the change in the
value of the currency, but to the increases in incomes which
had taken place since pre-war in the medical and other 
(1)
professions. However, the scales laid dov/n in the Terms 
were only a little above the proposed Spens standards, 
constituting a "betterment factor" of 20 per cent. Despite 
this and the mounting dissatisfaction of the profession, the 
Terms were not revised until 1st April 1954. The basic 
salary for consultants was then improved by £400 at the minimum 
and £350 at the maximum, though those holding 3 and A distinct­
ion awards have the new scale abated by £200 and £300 a year, 
respectively. House and senior house officers, junior
(2)
hospital medical officers and registrars received an extra £75;
for senior registrars the rise was £100 and for senior hospital
medical officers £200 per annum. The increases were not on
anything like the same generous scale as the famous Danckwerts
(3)
award to general practitioners. To have treated specialists 
as G.P.s were by that settlement would have involved paying a
(1) Spens Report, op. cit. para. 2.
(2) The charge for board and residence for house officers was 
increased by £25.
(3) See p o s t .
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consultant £3,000 per annum at age 32 and £5,000 at 40; the 
additional distinction awards would be £5,000, £3,000 and 
£1,000 a year.
Sex and provincial differentiation; Medical salaries are 
not differentiated either by sex or area. As far as sex 
differentiation is concerned, the Askwith memorandum already 
provided that there was to be no difference in pay on this 
score; the N.H.S. continued the tradition. As to provincial 
differentiation, doctors are now the exception in having no 
London weighting, which is payable in all other sectors of the 
Service.
Hours ; The Terms do not lay down any hours; an official
report declares that *^ it is undesirable and indeed impossible
to interpret a consultantes responsibility to his hospital in
(1)
terms of attendance between stated hours". Some idea of what 
is considered the “standard "working week" can be gauged from the 
method of computing salaries for part-time appointments ; 11
half-days of 3§ hours each would give a 38-i-hour week. Hourly 
reckoning is not considered "infra dig." in the case of part- 
time staff, where boards may, as indicated, take into account 
the time required in travelling between home/private consulting
room and hospital. House officers are more or less constantly 
"on call".
(1) Ministry of Health, The Development of Consultant Services 
(HiMSO 1950) para. fe.------------"---------------------------------
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Aiinual leave; Officers in receipt of salaries of less than 
£1,000 receive four calendar weeks per annum; those on higher 
pay are entitled to six weeks. These leave allov/ances are in 
addition to national holidays.
Vvhere hospital medical staff are provided with board or 
ac commodat i on, an appropriate charge is made. Only in the 
case of house officers has this been fixed centrally.
General practitioners
The number of doctors engaged in general practice in the
National Health Service in England and Wales on 1st July 1952
was 20,162; though the total of all G.P.s is not precisely
known, it is certain that the overv/helming majority take at
least some part in the Service. Of those who were principals
providing “unrestricted" services - 17,204 in England and
Wales - 56 per cent were members of partnerships and the rest
(1)
worked single-handed. The proportion in partnership has 
further increased since, this and assistantship being the main 
mode of entry to general practice.
(1) Central Heal; h Services Council: Report of the Corrmiittee on 
General practice within the National Health Service (HliSO 
Î954J p . 3. The f igure of '20,162’ includes' assistants, 
trainees and a number providing restricted services.
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The remuneration of G.P.s under the National Health Service
is again based on the findings of a Spens Report, appointed in
1945 "to consider ... what ought to be the range of total
professional income of a registered medical practitioner in
(1)
any publicly organised service of general medical practice".
The Committee had before them statistics of earnings for the
years 1936-38: their unanimous conclusion was that unless
conditions were substantially improved, the social and economic
status and the recruitment of general practice could not in
the long run be maintained; also, as in future the "risk and
lean years" would present a less formidable deterrent, the
(2)
great majority of abler men would seek to become specialists. 
The Committee again decided that their best course was to 
consider what incomes would have constituted satisfactory 
remuneration for G.P.s in terms of the 1939 value of money; 
their proposals as to the desirable "spread" are contained in 
the following table;
(1) Report of the Inter-Pepartmental Comm ittee on Remuneration 
, Gen era! _Pr ac t. it ion qr s, Cmd. 6810 T k m S 0 1946 ) para. 2.
iPj ibid. para. 8. For summary of recommendations see pp. 
12-13.
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Age-group 40-49(b)
Incomes of general practitioners after deducting professional 
expenses allowed for income tax p u r p o s e s  12}
Income Distribut ion proposed distribution
Under £700 .......
£700-£1,000 ......
£1,000-£1,300 .... 
£1,300-£1,600 ....
£1,G00-£2,00Q.....
Over £ 2 , 0 0 0 ' . . . .
before 1939 
20
22.5 
21
17.5 
10
9
(in terms of 1939 
values)
7
20
24
24
16
9
The method of remunerating family doctors is unique: in
essence it goes hack to that operative under the pre-1948
( 4)
National Health Insurance system. In brief, the corporate 
body of public general practitioners has assumed responsibility 
for the medical care of the whole civilian population, in 
return for which the profession is paid from a central pool, 
divided up - after numerous adjustments - among individual 
doctors according to the number of patients on their lists.
(1) In other age-groups G.P.s should be paid the same, if the 
burden of work was the s a m e .
(2) Spans Report, op. cit. Table B, p. 5.
(3) The Committee did not propose an increase for this range,
though it should be possible for G.P.s of exceptional
ability to reach at least £2,500 net.
(4) cf. Ministry of Health, Report for 1949, op. cit. p. 264.
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The “pool" is an administrative rather than a statutory 
arrangement, its funds being provided by Parliament; initially 
it was built up on the following basis ;
a) an acceptance in principle of the Spens 
recommendat ions ;
b) an adjustment of the actual Spens figures by 
a "betterment factor" of 20 per cent;
c) the assumption that practice expenses had 
increased by 55 per cent;
d) a population increase of 3 per cent, plus the 
assumption that 5 per cent would not use the Service.
(1)
The initial pool amounted to £40,570,000, representing a 
capitation fee of about 18s. (gross) for each person on 
doctors * lists. The capitation fee is thus the result of 
an arithmetical calculation, and not a figure determined on 
some principle as to what looking after a patient is v/orth.
Over and above the capitation fees, a variety of 
additional payments are made to general practitioners - both
(1) Details of the calculation are; The net income of the 
17,900 G.P.s (principals) in practice before the war 
was £16,790,000; according to Spens it should have been 
£19,890,000. Add 20^ "betterment"; « £23,870,000.
Pre-war practice expenses were £11,350,000: plus 55ÿ^ = 
£17,590,000. Total - £41,460,000. Add 3)^j for 
population increase and deduct for those not using 
N.H.S.: = £40,570,000. (Supplement to British Medical 
Journal^ 29.3.1952. p. 114). See also Hill and Woodcock, 
op. cTEV~Chap. II.
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(1)
from supplementary moneys paid into the pool and other sources.
The largest item is mileage allowances - particularly important
in rural areas. There are, further, payments in approved
cases from a special "inducement fund" to encourage doctors to
practise in unattractive areas, and there used to be a system
of fixed annual payments of £300, which could be made, say,
(2)
to elderly G.P.s with small lists. There are substantial
grants for training assistants, payments for looking after
temporary residents and emergency treatments, fees for
personally supervising maternity cases and for other services
(3)
to local authorities. General practitioners may accept 
additional paid work in schools and hospital^ for private 
employers and - in so far as they can be found - private 
patients.
Dissatisfaction with the scheme developed quickly, for 
though the Government had unconditionally accepted the recommen­
dations of the Spens Report," its precise interpretation proved
the source of endless argument. The doctors ^ main complaint 
was that the Spens proposals were not being implemented:
(1) For the year 1949-50 e.g. the pool amounted to £m41».3; 
including all additional payments, the available total 
was £ni48.8: See letter from Minister of Health to
Supplement to British Medical Journal (19.11.1949) p. 218.
(2) Those receiving the £300 had their capitation fees reduced 
by one-seventh. These payments have now been abolished.
(3) Payment is also made to G.P.s undertaking dispensing work 
and for drugs e t c . supplied on the spot. The pool is 
further supplemented by an Exchequer superannuation 
contribution and additional mileage money.
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the "betterment" factor of 20 per cent had no proper relation
(1 )
to the then value of money. The Minister maintained that
if all the additional payments were included, the overall
"betterment" v/as in fact 70 per cent ; further, the method of
sharing the central pool was unsatisfactory. Prolonged
negotiations, conferences, threats of en bloc resignations
( 2 )
from the Health Service followed throughout 1950 and 1951. 
Finally, it was decided to submit the claim to independent 
arbitration and to set up a Working Party to devise an improved 
method of distributing the pool; the award of the adjudicator 
was made subject to agreement being reached by the Working 
Party.
In December 1951 M r . Justice Danckwerts - a Judge of the
High Court - accented the Lord Chancellor^ s invitation to act
(3)
as adjudicator; his award was issued in March 1952. Its 
basis was that for the year 1950-51 a betterment factor of 
100 - instead of 20 - per cent should be applied to the Spens 
standard, i.e. to the £19,890,000 net which according to 
Spens would have been a satisfactory pool for G.P.s in 1939,
(1) Another complaint was that the Spens Report v/as based on 
there being 17,900 G.P.s in the Service, though there 
were between 2,000 and 3,000 more.
(2) For a detailed account see Ros§, op. cit. pp. 228-9.
(3) For award in full and much of the evidence submitted see 
Supplement to British Medical Journal (29.3.1952).
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This figure he further adjusted by reference to the number of
doctors, not patients, on the ground that there was no
evidence that an unnecessarily large number of the former was
likely to enter the Service. The adjudicator also decided
that the appropriate betterment factor for 1948 v/as 85 per
cent, and that the proportion of gross income taken up by
(1)
practice expenses was 38.7 per cent. As a result of the
award, substantial back payments accrued to all general
practitioners, involving the Exchequer in a Supplementary
(2)
Estimate of £35,456,000. Not surprisingly, the profession
(3)
was v/ell satisfied with the outcome of its protracted dispute.
The main recommendations of the 'Working Party, issued in
(4)
June 1952, were ;
1) The maximum number of patients on a doctor ^ s list should 
be reduced from 4,000 to 3,500; for assistants, from 
2,400 to 2,000.
2) The Medical Practices Committee should adopt a simple 
classification into restricted, doubtful and designated 
(i.e. under-doctored) areas.
(1) However, as a result of subsequent sample inquiries, 
practice expenses for 1952-3 and 1953-4 were taken as 
32.3 and 33.4^: Civil Appropriation Accou n t s 1954-55,
H.G, 147 (HMSO 1955 j Ûlas ses ''Ï-V, p .' xxi .
(2) Cmd. 8599 (HMSO 1952) p.3.
(3) cf. leading articles in British Medical Journal, 29.3.1952, 
p. 697, and 7.6.1952, p . 1,235
(4) National Health Service, Distribution of Remuneration 
among General Practitioners ; Report of Working Party 
J m m  1952). ^
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3) The annual payments of £300 should be abolished and 
replaced by "initial practice allowances", to be payable 
in "designated" areas to doctors setting ..up in single- 
handed practice or fulfilling certain other conditions. 
The allowances to be available for up to three years,
at £600 in the first, £450 in the second, and £200 in the 
third year(1) (Normal capitation fees - and in a few 
cases "inducement" payments - are paid in addition.)
4) There should be a fixed capitation fee - instead of one 
varying from locality to locality - estimated at IVsC^) 
for 1952-3, with a "loading" of l O s . for patients in the 
range of 501 to 1,500. (The fee for Nos. 501-1,500 on 
a doctor ' s list i.e. vvill be 27s.) To encourage 
partnerships, the loading to be added to "notional" lists
of partners(3)
The following table compares the gross remuneration from 
capitation fees under the old system for lists of different 
sizes with the corresponding figures under the new scheme:
(1) See ibid. for details.
(2) The former capitation fee of 18s. was gross, and reduced 
by various local deductions to an average of below 17s.
(3) i.e. if two partners have a total of 3,000 patients, the 
27/- fee is applied to 2,000 of these even where one of 
them has less than 1,000. Patients on a G.P.'s list 
through the employment of an assistant do not qualify 
for the "loading".
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General practitioners ;
Gross remuneration from cao itat ion fees before and after
1 .4.1955(1)
Size of Old New 8 cheme Increase in
list Scheme Total AV er age payment total
per patient remuneration
£ p . a . £ p .a. s . d. £ p.a.
500 415 425 17. 0 10
750 623 763 20. 4 140
1,000 830 1,100 22. 0 270
1,250 1,037 1,438 23. 0 401
1,500 1,245 1,775 23. 8 530
2,000 1,660 2,200 22. 0 540
2,500 2,075 2,625 21. 0 550
3,000 2,490 3,050 20. 4 560
3,500 2,905 3,475 19.10 570
4,000 3,320 3,475 19.10 155
As the table shov/s, the improvement in pay was substantial: 
for a doctor v/ith a list of 1,500 it amounted to 42.6 per cent; 
for the G.P. with 3,500 patients the rise was 19.6 per cent.
The new distribution scheme was accepted by both the Government 
and the profession, and applied as from 1st April 1953. 
Ministers have, however, stated that they cannot accept an 
automatic increase in the 100 per cent betterment factor for 
subsequent years. Over and above the capitation fees.
(l) Working Party Report, op. cit. para. 25. The figures 
exclude mileage payments, non-pool earnings, e t c .
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practitioners continue to be entitled, to the various other 
pool and non-pool payments described earlier.
A word may be appropriate about the some'what peculiar
system of paying family doctors ; a Committee set up in 1950
to report on general practice were inter alia charged to
(1)
examine this matter. The Committee considered evidence in
favour of alternative methods of remuneration, namely by
salary, sessional fee or fee for item of service. They agreed
that to the doctor starting a new practice with a small list,
capitation payments alone attracted an inadequate income, but
(2)
measures had already been devised to help such individuals.
On the question of v/eighting special qualifications, ability 
or long service, the Committee stated - as had the 1952 Working 
Party - that whatever might be the advantage of merit awards 
for specialists, in the field of general practice the 
suggestion must be dismissed on practical grounds. Similarly, 
extra payments in areas of high morbidity, or for treating 
infants or the elderly, presented great difficulty. All in 
all, the Committee concluded,the present system of capitation
(3)
lees was the most satisfactory. The profession itself, we
(1) cf. Report on General Practice, op. cit. para. 10. The 
Spens Report were "concerneo with the level, not the method, 
of r emuner at ion.
(2) See ibid. paras. 112-113 for details.
(3) ibid. para. 111.
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may add, has been consistently opposed to a full-time salaried 
state medical service.
What of the comparative earnings of G.P.s and specialists
in the Health Service? Before the latter was launched, two
(1)
Spens Committees surveyed, as we saw, what the two categories 
had been earning in 1939, and made proposals as to the desirable 
range of future incomes. But while the G.P. Report made a 
case for reducing the gap between the two classes, the aim of 
the Specialist Committee was to maintain the status quo, i.e. 
the greatly superior financial circumstances of specialist 
practice ; the Government accepted both sets of recommendations. 
The rates initially introduced weighted the scales heavily in 
favour of specialists; the latter^s maximum of £2,750 - quite 
apart from any additional distinction award - was beyond the 
reach of all but a small fraction of G.P.s. Then in 1952 
came the very generous Danckwerts award; this meant a swing of 
the pendulum in the opposite direction. However, the era of 
consultants chasing general practitioners and vice versa has 
since come to an end - the 1954 adjustment of specialists’ pay 
is considered to have restored the balance - and it has recently- 
been announced that the profession’s two principal branches
(1) A third Committee dealt with dentists’ pay: see p o s t .
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are jointly to approach the Government for an increase in
(1)
remunerat i o n .
The question as to what should be the basis of remuneration
is, however, still an open one. The various Spens Reports
have not proved the happiests of guides, and one may hope with
the Times that "the findings of the Spens surveys of a situation
that ceased to exist fifteen years ago will not again be prayed
(2)
in aid in future arguments about doctors’ incomes". The
Minister of Health, in 1954, has likewise stated that medical
practitioners’ pay cannot be settled b y  reference only to
recommendat ions made six years ago before any experience had
(3)
been gained of the Health Servie^. However, the doctors 
view the matter differently: for them "the basis of remunera­
tion in the National Health Service has been, and still is,
the two Spens Reoorts. . •. . accepted by the profession and the
(4)
Government"'.
(1) See leading article in British Medical Journal (11.2.1956).
(2) The Times (9th April 1954)
(3) cf. 22.7.1954, H.G. Deb. 530, 131.
(4) See "Remuneration of General Practitioners and Hospital 
Medical Staffs : Joint Claim on Betterment", Supplement to
British Medical Journal, l o c . cit. ”*
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Public Health Medical Officers
There are about 2,000 medical officers employed by local 
(1)
authorities in what is generally knov/n as the "public health 
service". Their training is similar to that of other doctors; 
in addition the great majority obtain the Diploma of Public 
Health - obligatory for those aiming at senior posts. The 
salary structure for this third sector of the profession had 
its origin in the 1929 Askwith memorandum, but remuneration 
was not uniform throughout the country owing to the wide 
discretion allowed by that agreement. The competent negotiat­
ing body now is Committee C of the Medical V/hitley Council.
The lowest grade is that of assistant medical officer; a 
typical example is the school doctor. Candidates for such 
posts must have at least three years’ previous experience.
The next appointment is that of senior medical officer; his 
work is both clinical and administrative. There are a small 
number of divisional or area medical officers and deputy 
medical officers, and finally there is the M.O.H. himself, Ytio 
is responsible for the general administration of the public 
health of a district.
TABIE 23
(1) cf. Industrial Court Award No. 2565 (HiîSO 1955).
Table 23
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NATIONAL HEALTH SERVICE
P u b l i c  H e a l t h  M e d i c a l  O f f i c e r s  
employed by Local Authorities 
(Men and Women, Gt. Britain)
-> S a l a r i e s a s  f r o m
1.7.194? 1 .1 0.1930*
£ p.a. £ p.a.
Assistant medical officer 735 X 25 - 933^'^ 830x30-1,130
Senior medical officer in 
charge of service/department 1,035/1,435x50-1,222/1,43^^^ 1 ,230x30-1,630
Deputy medical officer^ of 
health 60 /^ of minimum
of M.O.H.(3 ) at discretion 
1 ,100/2 ,31^^^ at discretion
669%  of increments 
minimum as for 
ofM.O.E. M.O.H.
Medical officer of health see below
M e d i c a l  O f j f i c e r s  o f  H e a l t h
Salaries as from 1 .10.1930
Population of Minimum Annual Maximum
Authority Salary, Increments Salary.
Not exceeding
£ p. a 0 £ p.a.
73,000 1,430 - 1,630 4 of £30 1,650 - 1,850
100,000 1,330 - 1,830 3 of £30 1,800 - 2,100
130,000 1,730 - 2,030 3 of £30 2,000 - 2,500
230,000 1,930 - 2,230 . ) 2 of £100 
) 1 of £30
2,200 - 2,500
400,000 2,200 - 2,300 ) 2 of £100 
) 1 of £30
2,450 - 2,750
600,000 2,300 - 2,700 3 of £100 2,600 - 3,000
Over 600,000 at discretion at discretion at discretion
consider whether this should be exceeded#
(2) Precise salary within range at authority’s descretion. Maximum could be 
exceeded as for asst* medical officer. Increments were biennial.
(3) If performing the duties of an assistant medical officer, his scale 
applied if more favourable.
(4) Depending on population and type of authority.
* The salary of assistant medical officers was increased as from 1.6.1933,
^ d  that of all medical officers as from 1.1.1933- Further revisions 
have taken place since.
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A substantial difference over pay had to be referred to the 
Industrial Court in October 1950. On behalf of the staff 
representatives it was claimed that salaries should reflect 
parity of status with the other two branches of the profession, 
i.e. general practitioners and hospital doctors. Preventive 
medicine was "at least as important"; the staff side’s claim 
was therefore based on the remuneration paid in the curative
(i)
branches of medicine. The management side on their part
maintained that public health was "a wholly distinctive
service ... which hitherto had quite properly been integrated
with the rest of the Local Authority Service". Thus, the
work of a general practitioner - with whom tlie staff
representatives had claimed "parity" though not "equal pay" -
was far more arduous than that of the assistant medical officer,
nor was there any real comparability between consultants and
( 2 )
medical officers of health.
(3) '
The Court’s award is shown on Table 23, i.e. the scales
operative from 1st October 1950. As regards deputy medical
officers, divisional/area M.O.s and those holding mixed appoint 
ments, these were referred back to the parties for further
negotiation:, but when these proved abortive, the Court had to
(1) Industrial Court Award No. 2285 (HMSO 1950) paras. 12-15.
(2) ibid. paras. 17-19.
(3) ibid. para. 24 for award in full; only the main grades 
are set out on Table 23.
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decide the matter subsequently. In the case of deputies, the 
Court’s ruling was that these should be paid a commencing 
salary of 66§ per cent of the minimum, of the authority’s M.O.H. ; 
under Askwith they had received 60 per cent ; the staff side 
had claimed 75 per cent.
The remuneration of assistant medical officers was further
(1)
improved by the Industrial Court in M a y  1953; that of other
public health officers not until 1955. In the course of the
1955 claim the same question of principle v/as raised, but the
(2)
Court’s award amounted to a full concession - as it was, in 
essence, in 1950 - of the management’s case, i.e. that any 
increases should be analogous to. those then granted to other 
local authority chief officers rather than to salary movements 
in the medical world.
We may add that, as regards the 500 odd medical staff
, (3)
employed in the Civil Service, there has been a similar tug-of- 
war as to what should be the major criterion for determining
1) Award Ho. 2452.
2) Industrial Court Awai'd Ho. 2565 (HI^SO 1955).
(3) Numbers on 1.4.1954 were 363 established and 143 temporary 
officers ; they are employed on a wide range of duties, 
including the supervision of ihe N.H.S. The scale for the 
basic grade of medical officer as from 1.1.1952 was £1,500 
(age 35) - £2,100; for senior medical officers £2,200; 
for principal medical officers £2,300. There are a 
number of higher p osts.
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remuneration. Civil Service doctors again have their eyes
fixed on the pay operative for their professional colleagues
in the National Health Service, while the Treasury take account
of such relativities only if compelled to do so by the higgling
of the m arket. Thus in 1949 the Civil Service Medical Officers*
Joint Committee asked for salaries designed to secure parity
with N.H.3. doctors, but the demand was rejected by the
Chancellor of the Exchequer, who inter alia stated that the
claim could not be dealt with other than on the basis of
(1)
general Civil Service policy. For the Chancellor, Civil
Service doctors are primarily civil servants, whereas for
doctors it is a case - here as elsewhere - of keeping up with
their medical Joneses, and there, has been much indignation at
the Treasury’s seeming indifference to professional
(2)
relativities.
Dentists
The dental profession again falls roughly into three : 
there are the fully-fledged specialists, covered b y  the Terms 
for consultants and specialists (already dealt with); there
(1) cf. 7ih.itley Bulletin (June 1950) p. 87.
(2) Indignation was such that the B.M.Â., for some 2 years, 
refused to accept advertisements for Civil Service posts.
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are the general dental practitioners and, finally, there are 
those employed by local authorities in the field of public 
health.
General dental practitioners
The duty of making arrangements for general dental services
is imposed upon local executive councils. All registered
dental practitioners may participate and accept patients to
whatever extent they choose; there is no limitation here as to
numbers and N.H.S. dentists may run a private practice at the
same time. Those participating in the Service at the end of
1951 numbered 9,694, though the total in the profession is
(1)
considerably higher. There has been a disquieting shortage 
of dental personnel throughout the post-war period, the 
position being particularly serious because of the high age 
of existing practitioners.
From early 1947 there was a period of intense preparation,
as well as prolonged controversy between the central departments
and the profession, regarding service conditions and remunera-
(2)
tion under the National Health Service. The question of pay
(1) The nuniber on the Dentists ’ Register at the end of 1954 
was 15,693; the total then in the Service was estimated at 
9,599. . . . .
(2) For details see Ross, op. cit. p. 255 and pp.
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had meanwhile been considered by a third Spens Conmittee, who
had issued their findings in May 1948. These revealed - for
the years 1936-38, in large towns - a surprisingly low level
of earnings for a large percentage of dental practitioners.
In the age group 35-54 approximately 25 per cent had net
incomes of below £450 a year, 50 per cent of less than £700
(1)
and fully 75 per cent of under £1,100 per annum. The Committ­
ee stated that "most dentists are making net incomes of less 
than enough to meet minimum middle-class expenditure", vhile a 
quarter of the profession lived below that standard.
The Gonmiittee concluded that past earnings were inadequate
in the light both of the value pf the services rendered and
of the importance of maintaining and improving recruitment to
the profession; their aim therefore was to recommend substantial
improvements, particularly in the lower income ranges. For
the period immediately ahead of abnormal conditions of supply
and demand, they proposed that an experienced single-handed
practitioner should receive, in terms of 1939 values, a net
(2^
income of £1,600 per annum. They further stated that 33 
hours a week by the chair side for 46 weeks, together with the 
time necessarily spent outside the surgery, represented full
( 1} Report of the Inter-Pepartmental Conmiittee on the Remuner^- 
tion of General Dental Practitioners, Cmd. 74û 2~Th1ü30 1948) 
para. 11: '
(2) ibid. paras. 12, 15 and 17-18. For details of the pro­
posed spread of incomes under n ormal conditions see p.7.
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(1)
but not excessive emplo;^nrient.
The Spens Goinrnittee were brave enough to compare their
recormnendations for dentists v/ith those made for family doctors
in the parallel G . P . Report. Though comparisons were
proverbially odious, they were at times inevitable : "it
would be affectation for us to ignore the fact that our
recommondations will be compared with those made by the
corresponding committee on the remuneration of general medical
practitioners, or to pretend that we had not ourselves taken
(2)
into account the latter recommendations". As indicated, 
their proposals v/ere (in 1939 values) that the experienced 
single-handed dentist should earn £1,600 per aimum net; for 
the general practitioner the analogous figure was £1,800.
The Committee add that it was impossible to measure in terms 
of income the relative advantages and disadvantages of the two 
professions, their relative responsibilities or services to 
the community. However,there was a factor capable of assess- 
ment. A dentist’s work was not all at the chair side: 33
such hours generally meant some 42 working hours a week. A
G.P. would probably have to work from 50 to 55 hours to earn 
his £1,800, but since the bulk of his duties would involve less
(1) ibid. para. 13. See para. 32 for summary of other 
recommendations.
(2) ibid. para. 27.
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intensive strain, he could probably do so with no greater
difficulty. However, his actual leisure was substantially
less. These facts appeared to t h e -Gommittee to justify the
(1)
proposed difference in net incomes.
The dental Spens Report was again accepted by the Govern­
ment; its standard of £1,600 was adjusted by a 20 per cent
betterment factor and a deduction on account of the state
' (2)
superannuation contribution, producing a figure of £1,778.
On the basis of this a scale of fees was evolved, to come into
(3)
effect on the appointed day. The plan v/as to pay on an 
itemized scale of fees as under the old Insurance system, and 
broadly in accordance with ordinary private practice. Unlike 
general practitioners, d.entists are remunerated by item of 
service and not on a per capita basis.
From the outset the public’s demand for the new service
was high; it rose steadily to flood level. Meanwhile, evidence
was coming to light showing that a number of dentists v/ere
earning sums very much higher than had been foreseen. Accord­
ing to the Comptroller and Auditor General, iii-liial fees had
(1) ibid, para. 31,
(2) cf. Industrial Court Award Ho. 2496 (HIÆSO 1954) p.4.
(3) National Health Service (General Dental Services) Fees 
Regulations, 1948 (S.I. 1948 No. 1297).
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been calculated on assumptions as to dentists’ expenses and as
to the hours they could work efficiently, but "there was no
independent evidence for the former assumption and the latter
(1)
had been falsified by experience". As a result, dentists’ 
earnings were not only in excess of the Spens ranges - in 
themselves representing great improvements over previous 
incomes - but also considerably higher than those of doctors. 
Accordingly - as an interim measure operative from 1st 
February 1949 - regulations were made halving all earnings in 
excess of £4,800 gross per annum.
As a preliminary to a review of the scale of fees, a
Vforking Party was set up to report on the time required for
various dental operations. However, in the light of fresh
information, the Government decided that further immediate
action was called for; a second cut was made in resoact of all
(2)
treatment accepted as from 1st June 1949. The Working Party 
presented their findings in August 1949. They found clear 
evidence that the majority of dentists were working more than 
33 chair side hours and also reported that, prior to the interim
(1 ) Civil Appropriation Accounts 1949-50 (Hïv!SO 1950) Class V, 
iii, para. 85. ** The same point has been made time and 
again in the Reports of the Committèe of Public Accounts.
(2) Ministry of Health, Report for 1950, op. cit. pp. 35-6.
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reduction in rates, earnings were about 19 per cent in excess
(1)
of the Spens standard.
Despite this second application of the axe, dentists’
incomes continued at a high, and substantially above-Spens,
level. Figures of the Comptroller and Aud.itor General for
1949 showed that of 5,579 single-handed practitioners, 7 5.1
per cent had received up to £6,000 gross, while the remaining
(2)
24.9 per cent had been paid more than that figure. In view
of this and the general economic situation, the Government
decided on a further reduction operative from 1st May 1950;
A total overall cut of approximately 30 per cent on the
(3)
original scale of fees had thus been effected.
We may add that, in the viev/ of the Ministry of Health, 
the fall in recruitment to the profession "does not appear to 
be related to the reduction in dentists’ earnings under the 
National Health Service ..é": the fall began at a time when
(1) Report of the Working Party (Chairman; klr. W. Penman) on 
the Gnairside Times taken in carrying out treatment by 
General Dental Practïtioners in England, Wales and Scotland 
lEiviüO f. Se e p ar a'.' 6^3" "f or cbhcTusTons in T u T l .
(2) Civil Appropriation Accounts, op. cit. para. 85. The 
figures v/ere confined to those employed since October 1948.
(3) During 1952 the British Dental Association asked for the 
restoration of t h e ‘1950 cut ; their request had not been met 
by the end of 1954.
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earnings were unprecedentedly high. They also quote the view
of the University Grants Committee that "any impression that
men choose the faculty in viiich they would propose to read
mainly by reference to the salaries to be expected on completion
of training receives little support from the figures which
show the pressure to enter the various faculties". More
permanent factors, the Ministry think, may be those advanced
by the 1946 Teviot Committee, such as the view of young people
that a dentist’s work is unpleasant and has not the prestige
(1)
of the medical profession.
Public Health Dental Officers
(2)
There are some thousand full-time dental officers currently 
employed by local health and education authorities in the care 
of expectant and nursing mothers and chil dr en of school age 
and under. Their salaries v/ere first determined on a 
national scale in 1951, the rates applying as from 1st October 
1950, For the basic grade of dental officer these were £800 
X 50 - £1,250, the maximum being £100 higher than for an 
assistant medical officer - the analogous public health medical
(1) Report for 1955, op. cit. p. 85.
(2) The precise figure (beginning of 1954, G t . Britain) was 
1,051; Industrial Court Award No. 2496 (lîIvïSO 1954) para.2.
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grade. This is because dental staffs have not the same
promotion opportunities; the Y/hitley Council therefore sought
to provide a career grade. For chief dental officers the
minimum was £1,250, rising by £50 to maxima depending on the
(1)
authority's population. ’/Jhere this was not more than 100,000
the maximum was £1,300; where population was between 400,000
and 600,000 the figure was £1,550 per annum.. In larger
authorities the whole of the scale v/as "at discretion", as were
the salaries of any intermediate grades that might be employed.
These rates were revised under an award of the Industrial
(2)
Court, operative from 1st January 1954.
Salaries for school dental officers have always been 
comparatively low, but against this a steady income was assured 
as well as a pension on retirement. Since July 1948 both 
these advantages have been extended to the general dental 
practitioner, and during the early stages of the Health Service 
the school dental service virtually broke down, local 
authorities being unable to offer salaries even remotely 
comparable to the bumper incomes available in general practice. 
However, there has now been some improvement in the state of 
recruitment to the local services.
(1) Unlike analogous salary schemes for local authority chief 
officers, minima here do not vary with population.
(2) Ho. 2496. Remuneration has also been laid down for 
dentists employed at health'centres, but only very few such 
appointments have been made.
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Ophthalmic Medical Practitioners and Opticians
The hulk of National Health Service optical work is carried 
on outside hospitals; the hospital eye service, which in due 
course is scheduled to take it over, is not yet fully function­
ing. At the end of 1951 there were some 8,000 ophthalmic 
medical practitioners and opticians, providing what ar-e official- 
ly referred to as "supplementary ophthalmic services". They
are remunerated - through their local executive council - on a
(1)
fee basis, i.e. so much per sight tested or glasses dispensed.
Professional and Technical Staffs
As shown on page 212, there are some 24,000 professional
and technical staffs other than doctors and nurses employed in
the National Health Service. They are a somewhat variegated
lot, many of the professions concerned being of very recent
growth; their expansion may be said to reflect that enormous
stride forward in the field of medical science characteristic
(2)
of the twentieth century. The most concise way of describing 
the different groups is to give the numbers in the various 
categories.
(1) The fee payable to ophthalmic medical practitioners for 
sight-testing e.g. was fixed at £1 as from 14.2.1951 
(previously £1.5.0).
(2) cf. Ministry of Health, Reports of the Committees on Medical 
Auxiliaries (Chairman: Sir'"Zachary Cope j, Cmd. 81Bb
1951) para. 26.
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Professional and technical staff other than medic al, dent!
nursing as at 31 .12. 195l(l)
Vi/hole- Part-
time time
Psychiatric social workers 240 40
Almoners 884 66
Radiographers 2,450 195
Physiotherapists 3,055 879
Occupational therapists 929 19 4
Speech therapists 19 131
Remedial gymnasts 169 19
Dietitians 181 6
Chiropodists 36 412
Orthoptists 116 139
Psychologists 64 57
Biochemists 133 6
Physicists 118 8
Pharmacists 1,165 134
Assistants in dispensing 610 98
Laboratory technicians 1,840 41
Dark room technicians 385 20
Hearing aid technicians 118 9
Carbiographers 85 59
Electro-encephalographers 43 1
Dental technicians 154 2
Surgical technicians 70 3
Engineers 1,360 8
Opticians 59 88
Clinical photographers 88 18
Catering officers 508 -
Chaplains 111 4,209
Others 1,641 540
16,631 7,382
(1) Cmd. 8655, 6 p . cit. p. 122.
In addition, there were 4,483
Some items have 
students.
been gri
— 26 0 —
One broad grouping within this whole field is that of the 
medical auxiliary professions; we shall look at them first as 
they constitute some kind of unity for purposes of salary 
negotiation. They have recently been defined as
" persons who assist medical practitioners otherwise 
than as nurses in the investigation and treatment of 
disease by virtue of some special skill acquired
through a recognised course of training. »(i)
This definition is none too illuminating, but the following
(2)
are generally agreed to "belong"; almoners, chiropodists, 
therapeutic dietitians, occupational therapists, physiothera­
pists, radiographers, speech therapists, orthoptists, remedial 
gymnasts and psychiatric social workers. Most entrants to 
these services hold a General Certificate of Education or 
equivalent, followed by two or three years' professional train­
ing. Almoners and psychiatric social workers normally take a 
university social science course before embarking on'the latter.
In May 1949 a series of eight committees, -under the chair­
manship of Sir Zachary Cope, v/as set up to consider the supply
(1) Report, op. cit. p. 1. Nurses are excluded purely 
for convenience.
(2) The groups listed are either referred to as "medical 
auxiliaries" in khitley circulars or were covered by the 
Cope Committee. (Medical laboratory technicians, though 
reviewed by the latter, have however been excluded.)
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and demand, training and qualifications of various medical
(1)
auxiliary groups in the National Health Service. The 
Committees found that the supply in practically every case 
would be insufficient to meet the need - i.e. optimum require­
ment - of a fully-developed health service, but that because 
of financial, economic and other considerations, would suffice
to meet the demand, except in the case of almoners and diet-
(2)
itians. Remuneration was not specifically mentioned in the
Committees» terms of reference ; their general view on the
subject was that while many took up such work because of special
aptitude or a sense of vocation, they should nevertheless be
assured of salaries and oromotion prospects similar to those
(3)
in occupations with comparable standards of training.
Most of the medical auxiliaries are the province of 
Professional and Technical vvhitley Council "A" which took over - 
unamended - the agreements of the Joint Negotiating Committee
(1) The auxiliaries specified were almoners, chiropodists, 
dietitians, medical laboratory te clinicians, occupational 
therapists, physiotherapists (including remedial gymnasts), 
radiographers and speech therapists.
(^) Report op. cit. para. 107. They also recommended a system
of statut or y registration, in order to ensure t^^h
auxiliaries were properly qualified. While ^^cé.y(were 
prescribed by 8.1. 1954 No. 55, a full scheme of statutory 
registration has not yet (end-1954) been introduced.
(3) Report. op. cit. para. 10. Account of the effect of
salaries on recruitment 'should be taken in particular where
supply was below demand.
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(Hospital Staffs). The latter had been voluntarily established
in 1945 and, as far as salaries are concerned, its recoiunenda-
(1)
tlons were generally applied by the hospitals. Most
(2)
professional and technical workers outside the medical 
auxiliary sphere, we may add, had no nation-wide rates prior 
to the appointed day.
In the spring of 1949 the staff side of Professional and
Technical Council "a " made formal application for a pay rise
for all the medical auxiliaries within the Council»s purview;
deadlock ensued and the matter was referred to arbitration.
The Industrial Court, who heard the parties in June 1951,
noted that the then salaries had been in operation since 1948
in some cases since 1946 - and that, though for different
reasons, both sides agreed that the existing pay structure
needed adjustment. As such a revision v/ould involve a
considerable lapse of time, the Court ruled that, as from 1st
April 1951, all scales should be raised by £50, due regard to
this interim increase to be had in any later, more permanent,
(3)
settlement .
(1) cf. Industrial Court Award No. 2328 (I-NîSO 1951) para. 3»
(2) Throughout this section "professional and technical" 
excludes médical, dental and nursing staffs.
(3) ibid. para, 5.
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This promised review took place; it involved, among other
things, a certain measure of re grading of some of the staff
structures. Agreement was reached on the pay increases to be
(1)
granted, but the operative date proved a bone of contention,
and had again to be referred to arbitration. The Industrial
Court av/arded that the new scales should apply as from 1st May
(2)
1952, and for most of the categories concerned there was no 
further improvement -until 1st December 1954. We will now look 
a little more closely at some of the individual professions.
Psychiatric Social Workers
Only a small n-umber of fully qualified psychiatric social
workers hold appointments in this country, though there are
many others in the field - untrained or with varying practical
( 3 )
and theoretical qualifications. Many of these are employed 
by local authorities and paid under the latter»s A.P.T. scheme; 
the salaries on Table 24 relate only to those holding the 
Mental Health Certificate of the London School of Economics 
or the analogous qualification of the Universities of Manchester 
and Edinburgh. As the table shows, the grade structure for
H.S.Vif.s has been considerably elaborated since May 1952.
(1) Mainly because of disagreement over the question of annual 
leave.
(2) Industrial Court Award'No. 2416 ( H m o  1952).
w j  cf. Ministry of Heal'bh, Report of the Committee on Social
Workers in the Mental Health Services, Cmd. 8260 (HIÆSC 1951) 
para. 145.
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TABLE 24
In their Report published in 1951, a Committee on Social
Workers in the Mental Health Services - parallel to the Cope
Committees on the other medical auxiliaries - drew attention
to the acute shortage of trained workers, following the much
(1)
enlarged scope of these services. They again considered the 
details of salaries as outside their terms of reference, but 
urged that psychiatric social work posts should be made 
financially more attractive. "Indeed, the view is very strong­
ly held by members of this Committee that the present salary
position is the most important single factor in the dearth
' " (2 )
of really suitable candidates li• • • •
Almoners
The gradings and salaries shov/n on Table 25 are for almoners 
registered with the Institute of Almoners, including those on 
the supplementary register of the Institute.
TABLE 25
R a d i o g r a p h e r s
S a l a r i e s  h e r e  a r e  f o r  t h o s e  r e g i s t e r e d  w i t h  a n d  h o l d i n g
ihid.‘ paraj 3.
(2) ibid. para. 141.
Table 24
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NATIONAL HEALTH SERVICE
P s y c h i a t r i e  S o c i a l  W o r k e r s  
(Men and Women, Gt. Britain)
Salary Scale as from
1.10.1946 1 .4.1951
£ p . 9.. £  p .9.
Psychiatric social worker 370 X 20 - 530 420 X  20 - 580
Psychiatric social worker in 
post of responsibility 370/445x20-530/603 420/495x20-580/655
1.5.1952'
£ p.a.
15 - 560 
500 X 20 - 64o
360 X 20 - 660
Psychiatrie social worker
Psychiatrie social worker in sole charg^^^ )
Senior psychiatric social worker I, in } 
charge of clinic/dept, with 1 other P.S.W.
Senior psychiatric social worker II, in 
charge of clinic/dept, with 2 other P.S.W.s
Senior psychiatric social worker III, in 
charge of clinic/dept, with 3 or more 
other P.S.W.6
Teacher (supervisor)
Senior teacher
(1) For additional London al^Lowiceise^ text^ The 1946 scales applied to 
England and Wales only, including London.
(2) In exceptional circumstances a higher scale could be granted.
(3) Linked to age 27, with an abatement of £13 for each year below.
(4) All grades except the basic should have 2 years* experience after 
qualification. The minimum is lower if, exceptionally, P.S.W.s with less 
experience are appointed.
* These scales were increased by £23 as from 1.12.1954, and have been 
further revised since.
625 X 20 - 723
560 X 20 - 680
625 X 20 - 723
Table 23
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NATIONAL HEALTH SERVICE
A l m o n e r s  
(Men and Women, Gt. Britain)
Salary Scale as from
1.10.1946 1 .4.1951
£ p.a. £ p.a.
Almoner 330 X  12.10.0 - 380 380 X 12.10.0 - 430
Senior/single-handed
Almoner 380 X 12.10.0 - 455 430 X  12.10.0 - 505
Head almoner
i) with 2 or more assis­
tants
ii) in teaching hospital or 
where substantial number 
of almoners
450/500 X 25 - 600/650 
450/550 X  25 - 600/700 1
500/550 X 25 -
500/600 X  25 -
650/700
650/750
Almoner
(%)
Senior almoner
Almoner-in-sole-charge
Deputy head almoner
Head almoner I: in charge of 1 almoner
Head almoner II: " 2-3 almoners
Head almoner III: " ** ** 6 or more
almoners
Cl) For additional London allc^W^fe^see^^x^*^ The 1946 scales applied to 
England and Wales only, including London.
(2) In exceptional circumstances the maximum could be exceeded.
(3) All grades except the basic should have at least 3 years * experience 
after qualification.
(4) If, exceptionally, almoners without 3 years* experience are appointed, 
the minimum is lower.
* These scales were increased by £23 as from 1 .1 2.1934, and have been
further revised since.
1.;5.1952*
£ p.a,
410 X 15 - 485
4 6 ^ 15 - 525
46^ X 15 - 555
490 X 15 - 550
46^^x 15 - 555
560 X 20 - 660
625 X 20 - 725
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the diploma of membership of the Society of Radiographers, 
and for persons registered with the Society as radiotherapy 
technicians. No distinction in grading or pay is made between 
those engaged in diagnostic, and those employed on therapeutic, 
work. The great majority are in the former category.
TABLE 26
Radiographers have been used as a "test case" in the staffs »
negotiations with the management; hence the date of salary
revisions does not quite coincide with that for the other
medical auxiliaries. The scales introduced in October 1950
(1)
represented increases of £25 over the 1946 rates, though in 
fact the settlement constituted.a somewhat greater improvement, 
in that the grade definitions are now more favourable to the 
staff. Thus under the 1946 regime a superintendent radio­
grapher had to have at least seven years » experience, and a 
senior radiographer five, as against five and four under the 
cur rent agr e erne n t .
Phys iotherapists
Physiotheraphy implies the use of physical means in the 
treatment of injury and disease. The curative value of some
(1) Except in the case of the senior radiographer maximum.
Table 26
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NATIONAL HEALTH SERVICE
R a d i o g r a p h e r s (1)
(Men and Women, Gt. Britain) (2)
Radiographer 
(working under 
supervision)
Single-handed
radiographer
S a l a r y S c a l e a s f r o m
1.10.1946 
i f t-
310x12.1 0.0-360
as for radiographer/ s 
senior radiographer
Senior radiographer 
(must have 4 years* 
experience and be in 
charge of 1/2 assis­
tants, or act as deputy 
to a superintendent)
Superintendent radio­
grapher (3 years* 
experience and in charge 
of 3 or more assistants 
or of a mass radiography 
unit)
Tutor in training school 
(must have 3 years* 
experience)
(6)
360 X 13 - 433
1.10.1930
- y f t
335x12.10.0-385
375x10 - 385 
x15 - 46o
,, (4)
385 X 15 - 445
1.10.1951*
355x15-415
400x15-490
415x15 - 490
450 X 25
(7) .
430 X  23 - 600
473 X  23 - 623
473 X  23 - 623
300x23 - 630
300x23 - 630
(1) The description of the grades is that operative since October 1930. Where 
a radiographer is required to be a S.R.N., an extra £20 p.a. is paid
(£30 as from 17.12.1931 )•
(2) For additional London allowance see text. The 1946 scales applied to 
England and Wales only, including London.
(3) If less than 3 years* experience, scale is as for basic grade.
(4) The final increment is £20.
(3) In exceptional circumstances the maximum may be exceeded.
(6) Where also performing full duties of a superintendent radiographer, salary 
may be increased by £30 p.a. (prior to 1.10.1930: by agreement).
(7) Last increment granted after 10 years* meritorious service in grade.
* All salaries were increased as from 1.2.1934 and have been further revised 
since.
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(1)
of these, we are told, was already k n o m  to the ancient Greeks, 
though in this country physiotherapy;has only become an 
organised profession within the last sixty years. Since then 
its scope has gredly increased. physiotherapists are the 
largest single professional group - outside the medical, dental 
and nursing fields - employed in the Health Service.
TABLE 27
The gradings and salaries on Table 27 apply to those
(2)
registered with the Chartered Society of Physiotherapy. An
(3)
extra £20 per annum is paid to those who are state registered
nurses or hold certain other diplomas, where such additional
qualification is required for the post. There are separate
scales for physiotherapy teachers ; for a grade II principal -
the head of a training school with an average annual intake of
at least 25 students - the salary operative from 1st Kay 1952
(4)
was £620 - £800.
Two other groups of "therapists" dealt with by Professional
and Technical Council "A" are occupational and speech therapists,
(4)
Salaries as from 1st May 1952 for fully qualified occupational 
;^herapist s ranged from £400 x £15 - £475 (basic grade), to
cf. The Physiotherapist (HM80 1954) p. 3.
(2) Or who hold the""Diploma granted by the Faculty of 
Physiotherapists, before 1.1.1952.
(3) £ 1 5 ±Yi the case of the C.S.P. certificate in hydro-therapy.
(4) Increased by £25 as from 1.12.1954.
Table 27
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NATIONAL HEALTH SERVICE
P h y s i o t h e r a p i s t s
(Men and Women, Gt. Britain) -
Salary Scale as from
1.10.1946 1 .4.1951
Physiotherapist
£ p . a.
340x12.10.0-400^^^
£ p.a.
390x12.10.0-450
Physiotherapist in sole charge 350 X 15 - 4lO 400 X 15 - 460
Superintendent physiotherapist 
with 1 - 3  assistants
M 4 - 8  **
” 9 or more **
370 X 15 - 430
400 X 15 - 4 9 0. . 
470 X 15 - 5 6 0 ^^ "^
420 X 15 - 48o 
450 X 15 - 540/ \
520 X 15 - 6 1 0 ^^ -^
1.3o1932
K
Physiotherapist ( 4 )
Senior physiotherapist
Assistant superintendent physiotherapist 
in department with 6 - 13 physiotherapists 
11 11 14 or more "
Superintendent physiotherapist I: in charge of 2-3
physiotherapistsS u p e r i n t e n d e n t  p h y s i o t h e r a p i s t  II: i n  c h a r g e  o f  4 - 8
physiotherapists
S u p e r i n t e n d e n t  p h y s i o t h e r a p i s t  III:i n  c h a r g e  o f  9 - 1 3p h y s i o t h e r a p i s t s  S u p e r i n t e n d e n t  p h y s i o t h e r a p i s t  IV:i n  c h a r g e  o f  l 4
or more physiotherapists
Tl) For additional London alJjotm^c^sèe The 1946 scales applied to
vw Ingland and Wales only, including London.
(2) Operative from 1o6.1947. The scale from 1.10.1946 to 31*3*1947 was 
£320 X 12.10.0 - £393o
(3) In exceptional circumstances the maximum could be exceeded.
(4) All grades except the basic should have at least 3 years* experience 
after qualification.
*  T h e s e  s c a l e s  w e r e  i n c r e a s e d  b y  £23 a s  f r o m  1.12.1934» a n d  h a v e  b e e n  
f u r t h e r  r e v i s e d  s i n c e .
£ p«.a.
400 X 13 - 473
455 X 13 - 313
460 X 13 mm 320
470 X 13 — 330
470 X 13 - 330
500 X 13 - 390
550 X 20 - 630
590 X 20 690
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£590 X £20 - £690 for a head occupational therapist grade IV
(in charge of 14 or more professional staff) . An additional
£20 is payable to those holding both the "psychological" and
"physical" qualification of the Association of Occupational
Therapists, where these are stipulated as necessary for the
appointment. For qualified speech therapists the May 1952 
(1)
scales varied from £400 x £15 - £460 for the bottom grade, to 
£560 X £20 - £660 for a head speech therapist II.
A qualified remedial gymnast - really a special kind of
physiotherapist - working under supervision ear‘ns from £380 to
£455 a year, while a senior is paid from £435 to £495. Head
remedial gymnasts, who must have at least three years*
professional experience, receive from £450 to £600 according
to the number of staff supervised (scales operative from 1st
(2)
May 1952).
The salaries laid down for t her apeut i c diet it ians apply to 
those who hold a qualification approved by the British
(2)
Dietetic Association. For the basic grade the May 1952 scale 
was £410 X £15 - £485; for the top grade of chief therapeutic 
dietitian grade II, who must have three years* experience and 
in charge of at least four junior staff, the rate was
( p  Increased b y  £25 as from 1.12.1954. 
(^) Increased by £25 as from 1.12.1954.
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£525 X £20 - £625. If responsible for the training of 
students, an additional 30s. a week is paid.
Only a handful of full-time chiropodists are employed in
the National Health Service. A fully-qualified practitioner
at the bottom of the hierarchy had a salary, as from 1st
January 1952, of £355 x £15 - £430; a chief chiropodist II had
(1)
one of £540 x £20 - £600.
It will be clear from the above that there has been no 
attempt precisely to equalise the salaries accruing to the 
various medical auxiliaries. The nature of their work differs, 
and this is reflected in the structure of the scales - as in 
their hours of work - though some small differences may be 
fortuitous. A simple way of comparing remuneration is to 
set out side b y  side the amounts payable to locum tenantes ; 
the rates shown below apply to those acting as such under 
supervision for periods of up to eight weeks. Psychiatric
social workers, one may note, are considerably ahead of all 
other medical auxiliaries.
(1) Increased as from 1.11.1954
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p .y;
Medical auxiliaries acting . (1)
as locum tenentes:
Chiropodist 
Orthoptist 
Remedial gymnast 
Speech therapist 
Occupational therapist 
physiotherapist 
Therapeutic dietit ian 
Almoner
psychiatric social worker
Among other occupations dealt with by Professional and 
Technical Council "A" are orthoptists, clinical psychologists, 
biochemists, physicists, physiologists and bacteriologists.
£ 8 d
8 6
8 17 -
8 17 -
9 2 -
9 5 —
9 5 —
9 9 —
9 9 —
10 18 -
Pharmacists
Pharmacists are a profession apart from the medical 
auxiliaries. Unlike the latter, they have various statutory 
responsibilities and they must also, under statute, have certain^
i
qualifications. They have their own special Yi/hitley body - j 
Committee C of the Pharmaceutical VYhitley Council - the agree­
ment 8 of the latter relating to those whose names are on the 
Statutory Register of Pharmacists and employed in hospitals or 
local authority health centres. Revised salaries and
(1) These rates became operative from 6.11.1953; in the case of 
chiropodists from 4.1.1954. They were revised as from
1.12.1954.
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conditions of service - follov/ing prolonged negotiations
(1)
culminating in arbitration - took effect from 5th July 1949;
they superseded the rather different grading arrangements and
pay schedules of the pre-N.H.S. Joint Negotiating Committee
(2)
(Hospital Staffs), The 1949 scales, in turn, were revised
(5)
as from 1st January 1952.
TABLE 28
The pay of chief pharmacists now depends on the category 
of the employing hospital, which is determined by a somewhat 
complicated formula, based on the average number of occupied 
beds as well as - except in mental and certain other types of 
hospitals - out-patient attendances. The scheme is devised so 
as to give TB sanatoria and fever hospital pharmacists a less 
favourable category and mental, chronic, orthopaedic and 
accidente4^ hospital pharmacists a still less favourable o n e .
For chief pharmacists in these two groups, category III is the 
highest possible. We may add that, while in the case of senior 
medical auxiliaries, salaries are frequently based on the 
number of staff supervised, the management side of the 
Pharmaceutical Whitley Council does not consider this a
1) Industrial Court Award No. 2231 (HMSO 1949).
(2) The pay of the basic grade (assistant pharmacist) from 
October 1946 to July 1949 was £370-£450. That of a chief 
Dharmacist with 5 assistants was £600-£700; if he had over 
o assistants, salary was "at discretion".
(3) A further improvement was granted as from 1.4.1955.
Table 28
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NATIONAL HEALTH SERVICE
P h a r m a c i s t s  
(Men and Women, Gt. Britain)^
(2)
Pharmacist 425 X 25 - 525
(3)Senior pharmacist 475 X 25 - 575
(3)Deputy chief pharmacist
Category IV hospital
tt Y  tf ) 525 X 25 - 625
Chief pharmacist
Category I hospital 525 X 25 - 625
!f II If 575 X 25 - 675
If III ff 625 X 25 - 725
tf IV ft 675 X 25 - 825
V
Salary Scale as from
5 .7 .1 9 4 9
£ p.a.
/ V I I
11) For additional London allowanceAsee text.
,3£1.1.1932'
£ p.a.
430 X 23 - 373
525 X 25 - 625
575 X 25 - 675
625 X 25 - 725
575 X 25 - 675
625 X 25 - 725
680 X 25 - 780
755 X 25 - 885
785 X 25 - 935
(2) The minimum of the scale is linked to age 23» with an abatement of £23 for 
each year below. The commencing salary may be increased by up to 2 
increments for relevant experience.
(3) The senior pharmacist grade is permissible only in category III» IV or V 
hospitals, and the deputy chief pharmacist in category IV or V instituions, 
(Category V hospitals did not exist prior to 1.1.1932.)
* These salaries were increased as from 1.4.1933 and have been further 
revised since.
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satisfactory criterion for determining chief pharmacists*
(1)
remuneration, for the reason that the latter have more say over 
the appointment of juniors, and could therefore, by increasing 
the latter, raise their income. Before 1949, number of staff 
supervised was made use of in devising scales.
Pharmacists holding a qualification higher than the normal - 
such as the degree of B. Pharm. - receive an allowance of £25 
per annuiri, while chief pharmacists in certain teaching hospitals 
qualify for special additions of from £100 to £200 a year over 
and above the salary appropriate to their hospital category.
A sub-committee has been set up to nominate such hospitals and 
to determine the amount of the allov/ance; the arrangement is 
similar to that for the distribution of distinction awards to 
consultants and specialists. Both these allowances are new 
features of the N.H.S. salary pattern.
The Central Health Services Council - who had been asked
(2)
to review the matter - stated in their Report for 1953 that 
hospitals varied widely in the standards and conditions of 
their pharmaceutical services. Numbers employed were not
(1) Industrial Court Award No. 2231, op. cit. p. 3.
(2) H.G, 190 (HMSO 1954) para. 49.
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nearly enough and there was a lamentable shortage of recruits.
One of the main reasons for this appeared to be that initial
salaries were low in comparison v/ith those paid to newly-
qualified staff in retail pharmacy, while maximum remuneration
was poor compared with that of senior posts in industry.
Also, there were many anomalies in hospital pharmacy salaries:
hospital classifications should be re-examined, so as to take
into account the quality as well as the quantity of the
(1)
pharmacist *s work. We may add that chemists providing the 
public with pharmaceutical services outside the hospitals - i.e. 
in retail establishments - are remunerated by local executive 
councils on the basis of prescriptions supplied, with certain 
additional payments such as dispensing fees. The basis of 
reward here a^ain is "item of service".
Medical Laboratory Technicians
Medical laboratory technicians carry out, under direction, 
the practical tests required to provide information for the 
diagnosis, prevention or treatment of disease; they are far 
aud away the largest group of technician employed in the 
Health Service. They fall within the purview of Professional 
^ d  Technical Council "B" of the Wnitley constellation, and
(1) ibid. paras. 53-4.
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Table 29 sets out the salaries applicable under the National
Health Service. Those in the first column are practically
identical with those fixed by the former Joint Negotiating
Committee (Medical Laboratory Technicians) which had been in
force since February 1948. The 1949 scales, in turn, were
(1)
increased as from 1st May 1951.
TABLE 29
The Institute of Medical Laboratory Teclmology is the
qualifying and registration body; those vfho wish to be accepted
on its register must be 16 years old and possess the General
Certificate of Education (Ordinary level). vVhen the student
has completed three years* training and is at least 20, he can
take the Institute*s Intermediate exanination; if successful,
he qualifies for membership and becomes a junior technician.
After a further two years* training he can sit for the Final,
on the passing of which he becomes an associate and his status
that of technician. A  senior technician must hold the fellow-
(2)
snip of the institute and be in charge of a separate section - 
Say, pathological or bacteriological - or, alternatively, of a 
whole laboratory. A chief technician should be in full control 
of laboratory services, or of a specialised institution of 
exceptional importance such as a research laboratory.
(1) The scales were further revised, following Industrial Court 
Award No. 2456 (HIvISO 1953), as from 18.6.1953.
(2) Or equivalent.
Table 29
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NATIONAL HEALTH SERVICE
M e d i c a l  L a b o r a t o r y  T e c h n i c i a n s
(1)
(Men and Women, Gt. Britain)
Salary Scale. as from
1.4.1949 1.5.1951*
£ p . a. £ p.a.
(2 )
Student technician
Age l6 1 1 0. 0 .0 . 125
17 123. 0 .0 . 140
18 143. 0 .0 . 160
19 1 6 3. 0 .0 . 180
20 1 9 3. 0 .0 . 210
21 2 2 3. 0 .0 . 240
22 240.10.0. 260
23 2 6 0. 0 .0 . 280
24 2 7 9*1 0.0 . 300
23 and over 2 9 9* 0 .0 . 320
30 and over 312 335
Junior technician as for student technician as for student
plus £13 technician plus £13
Technician 370 X 13 - 433 410 X 15 - 475
Senior technician 430 X 20 - 330 495 X 20 - 5 8 0^^^
Chief technician 330 X  20 - 630 580 X  20 - 700
(1) For additional allowance payable in London see text.
(2) On passing the Intermediate Examination of the Institute of Medical 
Laboratory Technology (or equivalent), the student becomes a junior 
technician.
(3) On gaining the Fellowship of the Institute of Medical Laboratory 
Technology (or equivalent), the salary is increased by £13* The final 
increment on the scales is £20.
(4) The final increment is £23*
* These scales were increased as from 18.6.1933 have been further 
revised since.
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. professional and Tecimical Council "B" deals with, various
other technical categories. The salary for male dark room
18clinicians as from June 1951 was £130 at age 16 rising to
(1)
£360, increased to £140 - £375 from 1st November 1952. For
hearing aid technician s employed in hospital distribution
centres a scale - ooerative from September 1950 - of £190 at
(2)
18 rising to £390 vfas fixed by the industrial Court;
technicians in charge receive a responsibility allov/ance of
£20. These rates were raised from 1st May 1952 - they now
also apply to audiometricians - to £205 (age 18) - £430 oer
(1)
annum. Salaries have also been laid dovm for the first time 
for cardiological technicians and electro-encephalography 
recordists, to take effect from the beginning of 1953.
Pay for hospital dental technicians^ operative from 3rd
September 1951, ranged from £86 per annum for a first-year
apprentice to £505 - £645 for a chief technician where total
technical staff is 14 or more. Since 1st March 1953 a first-
year apprentice receives £91, while a chief technician has a
(5)
maximum scale of £530 x £20 - £670. It may be added that 
while the great majority of dentists are practitioners in the
(1) The scales were further increased from 1.8.1954.
2) Award No. 2272 (HMSO 1950).
(5) The scales have been further increased since.
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N.H.S., the bulk of dental technicians are employed by the
latter or in private laboratories, but as such are not members
of the Health Service. Their remuneration is settled by the
National Joint Council for the Graft of Dental Technicians,
and it is of interest that, in the course of an arbitration
claim in 1952, reference was made by the staffs to both the
salaries and service conditions of technicians in the Health 
(1)
Servi c e .
Among other groups dealt with by Professional and 
Technical Council "B" are various grades of engineer, clerks 
of work, architects, quantity surveyors and draughtsmen.
Sex differentiation; Most professional and technical 
workers were already entitled to "equal pay" at the inception of 
the National Health Service. In the only instances where this 
was not the case - that of junior in regional hospital board 
works organisations and dark room technicians - equal pay is 
now being introduced in stages tlirough a scheme analagous to 
that in the Civil Service. As regards numbers, women 
predominate in most of the medical auxiliary professions, 
though only few act as pharmacists and opticians.
(1) Industrial Disputes Tribunal Award No. 91 (mîSO 1952) para. 
4 .
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Provincial differentiation: The payment of a London allow­
ance Is a relatively recent Innovation for professional and 
technical staffs, and was only conceded after protracted
(1)
negotiations. Including several references to arbitration.
All the categories whose salaries we have reviewed now qualify 
for a London weightIng, which Is £10 per annum for persons 
under 21, £20 If aged 21-25, and £30 for those 26 and over. 
Vifhere, as In the case of pharmacists, salaries reach sufficient' 
ly high, the allovifance Is £40 per annum If remuneration Is 
between £801 and £1,000 or £50 where pay Is over £1,000 a year.
Hours 2 For a number of medical auxiliaries as well as for 
other professional and teclmlcal staff hours are 39 a v/eek, 
excluding meal-times. Exceptions are speech therapists who, 
on account of the strenuousness of their duties, have a 3 3 -hour 
week; occupational therapists and physiotherapists who work 36; 
radiographers who work 35, while dietitians used to have a 96- 
hour fortnight, reduced to 84 In 1952. In the case of 
chiropodists It Is stipulated that the 39 hours should Include 
33 at the chairside; the orthoptlsts* 39 must similarly cover 
3-t least 33 hours : clinical work.
(1) cf. industrial Court Award Ho. 2254 (HMSO 1950) and Ho. 
2328 op. clt.
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Overtime ; For the bulk of medical auxiliaries it is laid 
down that, where staff are required to work substantially in 
excess of the normal, tiirie off in lieu should be given as far 
as possible, though in the case of occupational and physio­
therapists, the first three hours are excluded from ranking 
for such compensatory time off. In a number of instances - 
pharmacists and medical laboratory technicians for example - 
the relevant Vih.itley circular specifically states that overtime 
is not to be paid for, unless forming part of evening clinic 
work. In other cases overtime by junior staff may be 
compensated by payment at plain time; dental technicians -
excluding again the most senior grades - qualify for overtime 
. -at 1 |- If^excess of 1 0  hours.
Annual L e a v e ; This has been a sore point as far as the 
medical auxiliaries are concerned. Leave schedules awarded by 
the Industrial Court In October 1952, as supplemented by 
miitley negotiation, are:
Basic grade: 3 weeks
Other grades ; 4 weeks
Orthoptlsts, psychiatric 
social workers and
physiotherapy teacher4 2 ) 5 weeks
(1) These allowances refer to the medical auxiliary group only
(2) For physiotherapy student teachers, 4 weeks only.
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These leave allowances are in addition to statutory and 
national holidays.
The great majority of professional and technical staffs
are non-resident; where board and lodging or lunch and tea are
provided, a deduction from the cash salary Is made. Where
uniform Is worn, the employing authority Is responsible for the
provision and laundering of this, though a cash allowance may
(1)
be paid In lieu.
Nursing and. Midwifery
The total number of nursing and midwifery personnel in
Great Britain at the end of 1951 was 185,900 full- and 34,000
(2)
part-time staff. The majority of these were in hospitals
under the National Health Service, with the bulk of the
remainder engaged in the public health field on district work,
as health visitors and as nursery nurses. The total in N.H.3.
(3)
hospitals in England and Wales on 31st December 1951 was;
(1) Whitley agreements have also been concluded covering those 
without the full qualifications, part-time staff, e t c .
(2) Annual Report of the Ministry of Labour and National 
Service for 1951, ^ "^ Gmd. 8 G 4 0 ( H M S 0  1952% p. 39.
iSj op. clt. pp. 126-7. In addition, there were
?>35Q full- and 332 part-time staff in non-N.H.S. civilian 
hospitals,
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yjhole- Part-
Time Time
student nurses 49,280 —
Trained nurses 45,052 7,877
Pupil assistant nurses 2,577 -
Enrolled assistant nurses 11,240 5,187
Other nursing staff 19,223 11,636
Pupil midwives 3,466 -
State certified midwives 5,372 1,056
136,-210 25,756
(1)
Of the 136,210, 76,168 were in general and 19,415 in mental
hospitals; 9,930 were in institutions for the chronic sick.
There has been an acute shortage of all types of nursing
personnel going back to pre-war days, though the position has
improved to a considerable extent. Thus, the nursing and
midwifery strength in the hospital service has risen from
117,654 whole-time and 20,209 part-time staff at 31st December
(2)
1948 to 144,558 and 28,804 by the end of 1953; as a result the 
number of unstaffed beds has been substantially reduced. 
However, the mental institutions have benefited very little 
from this increase, and even outside that field local shortages 
remain.
Candidates for the nursing service must normally be 18 
years old and have a good general education. The main
(1) "General hospital" covers all institutions other than
§ % # ç r i a ,  fever, ^ d  mental hospitals and mental 
deficiency institutions.
(2) Gmd. 9321, op. cit. p. 36.
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qualification to be obtained is that of admission to the
general part, of the State Register (S.R.N. ) ; in addition, there
are parts for those specialising in sick children* s, fever,
mental and mental deficiency nursing. With the exception of
fever nursing - which requires a two-year training period - that
(1)
for other parts of the Register takes three years. There are 
separate qualifications for those v/ishing to specialise in the 
care of the mentally ill or mentally deficient, though the 
majority here take the certificate of the Royal Medico-psycho- 
logical Association instead of becoming state registered.
Some tuberculosis nurses qualify only for the certificate of 
the Tuberculosis Association.
There has been a spate of grand inquests into the state of 
the nursing profession, culminating in 1947 in the compre­
hensive Report of the Working Party on the Recruitment and
(2)
Training of Nurses. iimong the latter *s conclusions were 
that a new procedure for selecting both entrants and the 
occupants of senior posts was required; that full student 
status should be given to trainee nurses; and that the key
(o\ if a nurse already has a basic qualification.
(2j Report of the Working Party on the Recruitment and Training 
of Nurses (Chairman; Sir Robert Wood) [HMSO 1 9 4 Y ) ' See 
Appendix I for details of official and other reports.
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problem was wastage during training: "Out of every hundred
student nurses ... not more then fifty remain at the end of
the training period, and in many hospitals not more than about 
• ■ ‘(1)
30 The Working Party found that the general system of-
training was wasteful of time; drastic changes were required.
(2)
Some of the recommendations met with a rather hostile reception.
Pay: Salaries in the nursing world used to vary consider­
ably; according to the 1938 Athlone Committee, the profession 
was badly underpaid even v/hen the value of emoluments was taken 
into account. They recommended that remuneration should be
on a national basis and that "salaries committees" should be
(3)
established analogous to the Burnham machinery for teachers. 
Accordingly, a Nurses Salaries Committee was set up in 1941, 
followed in 1942 by a Midwives Salaries Committee, each with 
Lord Rushcliffe as chairman; a special sub-committee was 
formed for mental nurses. The Committees presented two 
reports and a number of supplementary recommendat ions ; the 
initial date of application v/as 1st April 1943. These codes
U )  I M d .  p. - 35. ■ ■
(2) cf. Ross, op. clt. p. 285. For a full summary of
conclusions see Report, p. 78 and pp. The latter was 
followed by a Minority Report of the Working Party on the 
Recruitment and Training of Nurses by Dr. J. Cohen (Hl^ dSO
19487:---------------------------------------- -----------------------—
i3} See First Report of the Nurses Salaries Committee. Cmd.
6 42 4 ^ m i S 0  19 ^ ' S e  cn'GET" ---------------
-  288 -
represented the first set of nation-wide pay scales for nurses 
and midwives, and although they had no statutory authority 
were - with the exception of some voluntary hospitals - vfidely 
adopted throughout the country. Improved rates for all staffs 
were secured in 1946, and many salaries were further increased 
in 1947. The work of the Rushcliffe Committees came to an 
end on the appointed day, when the Nurses and Midwives VJhitley 
Council - covering the whole of Great Britain - took over.
Towards the end of 1948 the new Council embarked on a 
detailed examination of the service conditions of all nursing 
grades - both in the hospital and public health field. This 
review extended over several years, but all settlements were 
applied retrospectively as from 1st February 1949. In the 
course of this "overhaul" the basis of pay was reconstructed: 
the old system of cash remuneration, plus free residential 
emoluments in kind, was abandoned in favour of an inclusive 
rate, out of virhich the resident nurse or midwife is required 
to pay for board and lodging. The staff nurse, for example, 
who had previously dravn a cash salary of £140 - £ 2 0 0 , plus 
emoluments in kind valued at £1 0 0 , was given an all-inclusive 
scale of £315 - £415. However, while under the old scheme 
the cash salary only was subject to income tax, the whole of 
remuneration is now so liable, so that the net improvement^jv^s 
much smaller than at first appears. It has been calculated
(1) See letter from Press Officer, Ministry of Health, The 
1 j-mes (9.9.19 49 ) . — —
- 289 -
that for the resident staff nurse the net increase was a mere 
£21 at the minimum and £41 at the maximum of the scale; for 
the ward sister the corresponding net rise was £20 and £45. 
However, non-resident grades benefited by substantially greater 
amounts .
Towards the end of 1951 the staff representatives decided
that the demand for a general augmentation of pay should not
be postponed; a formal claim was submitted in February 1952.
Though agreement on the amount of the increases was eventually
reached, the date from -which these should operate had to be
referred to the Industrial Court ; the latter * s ruling v/as that
the revised scales - as well as. higher charges for board,
lodging, laundry and meals - should have effect from 1st June
1952, The improvement amounted to £25 in the allov/aices
payable to student nurses, £45 in the salaries of staff nurses
and midwives, and £60 in'ihe r emuner at ion of matrons. These
(2)
rates remained in operation until 1954.
The pay structure in the nursing world is highly
(1) industrial Court Award No. 2427 (HMSO 1953) para. 4.
(2) i.e. they were increased as from 1.12.1954 in the case of 
general nursing and midwifery staff, and as from 1.4.1954 
in the case of (most) mental nurses; See Industrial Court 
Award Nos. 2560 (HMSO 1955) and 2504 (miSO 1954).
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complicated, consisting of some two hundred and fifty separate
salary scales ; as the management side has pointed out, any
revision of remuneration affects the carefully balanced
(1)
relativities between the various tiers in the hierarchy.
Yve shall confine ourselves to the main categories.
Student nurses; A novel scheme of training allowances
was instituted for student nurses with effect from 1st Septem-
(2)
ber 1948. It provided for the replacement of the old net 
salary plus emoluments by an inclusive "training allowance"; 
apart from the new basis of all-inclusive pay i.e. introduced 
for all, the trainee nurse * s status as student was to be 
recognised; the rechristening of her salary as "training 
allowance" was considered a step towards such status.
TABLE 50
The allowances set out on Table 30 do not apply to what 
are knovm as post-registration student nurses, such as S.R.N.s 
taking a fever or children* s training, for whom higher rates 
have been specified. Also, where qualified nurses are
(1) Industrial Court Award No. 2427, op. cit. p. 4.
(2) The training allowance was increased for all as from 
1.9.1948. The change in tlie basis of remuneration was 
applied to those commencing training after 1.1.1949 (non­
resident male nurses ; 1.9.1948).
Table 30
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NATIONAL HEALTH SERVICE
Student Nurses, Pupil Assistant Nurses and Pupil Midwives 
(Men and Women, Gt. Britain)
(2)
Training Allowance as from
1.1.1946 3.?.1948 1.9.1948 1.6.1952’
(3) £ p.a. £ p.a. £ p. a. £ p.a.student nurse
1st year 130 143 200 225
2nd " 140 133 210 255
3rd " (4) 130 163 223 250
Pupil or probationer assistant nurse
1st year 130 143 200 225
2nd " 140 133 210 255
Pupil midwife
(a) if S.R.N. or E.S.C.N. 160 1?3 230 255
(b) if not S.R.N./R.S.C.N.
1st year 133 130 203 230
2nd »* l4o 133 210 255
During second period of training 133 1?0 223 250
Student mental nurse
1st year 130 230 255
2nd " 133 175 240 265
3rd " 160 180 233 i 280
(7J
The following proficiency allowances are payable in addition:
(q) £20 on completion of 2nd year of training or passing of
preliminary examination.
(b) £30 on completion of 3rd year of training or passing of final
examination.
(c) Prior to 1.10.194?, an allowance of £10 was also payable at end 
of 1st year of training.
(1) The 1946 scales applied to England & Wales only. Male student nurses 
(other than mental) received an additional London allowance throughout 
period.
(2) Including responsibility allowance. Dependants* allowances (where 
applicable) are payable in addition. The figures prior to 1.9.1948 include 
value of emoluments received in kind.
(3) A payment of £3 is made on passing preliminary state examination.
(^ ) On passing examination for state registration, student nurse immediately 
to be paid as staff nurse (since 1.9-1948).
(5) A payment of £3 is made on completion of training and passing test for 
enrolment.
ijates applied as from 1.10.194?.
o n l y
xnese rates were increased as from 1.12.1934 (student mental nurses: as 
from 1.4.1934), and have been further revised since.
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seconded for further training in the interests of the Health
Service, employing authorities are enjoined to make up the
difference in pay. To help those with family responsibilities,
a scheme of dependants* allowances was instituted as from
September 1948 - at the rate of 10s. for a wife or other adult
(1)
dependant, and 5s. for a first child.
Q,ualifled staff; The enrolled assistant nurse was created
by the Nurses Act of 1943, primarily to give status to those
who had given service during the war but had no formal
qualification. Training consists of one year in an assistant
nurses school, followed by  a year *s practical experience, after
v/hich enrolment takes place. The role of this grade in the
Health Services has been one of some controversy, though a
(2 )
recent report expressed the view that there was room for it
in considerably greater numbers. Attention was also drawn
to the lack of promotion prospects, and the creation of "senior
assistant nurses" recommended for those with long service in,
(3)
Say, chronic sick or tuberculosis work.
TABLE 31
(1) The allowances have since been increased. Post-registra­
tion student nurses do not qualify for these additions. 
Report by the Standing Nursing Advisory Committee on the 
Position of the Enrolled Assistant Nurse within the
Ta R b h a l  Health E e r v i c T T S m T T T 9 M T . -----------------
(3) ÎFi'd. pp.'"5%l—  -----
Table 31
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Nursing Staffs in General Hospitals 
(Women, Gt. Britain) ^
3 a 1 a r y S c a 1 e a 8 f r 0 m
1.10.1947 1.;M 9 4 9 1.(5.1932""
£ p.£
•(2 )
1. £ p.a* £ p.a *
Enrolled assistant nurse 220 - 276^^ 285x1 2.10.0-385 325x1 2.1 0.0-423
Staff nurse 240 - 30^^^ 315x12.10. 0-415 360x1 2.1 0 .0-460
Ward sister, housekeeping (5 ) (6) (6)
sister, night sister 300 - 380^ 375 X 15 - 500 425 X 13 - 330
(7)Departmental sister 300 - 420 405 X 15 - 53^^^ 455 X 13 - 38(^^^
Night sister in sole
charge 325 - 4o^^^ 400 X 15 - 525^^ 450 X 13 -
(9/
Ni^t superintendent 340 - 420 415 X 15 - 465 X 13 - 590^^
Sister tutor 380 X 13 - 440 500 X 15 - 600 560 X 13 - 660
Sister tutor in sole
charge 44o X  20 - 500 525 X 20 - 625 585 X 20 - 685
Principal sister tutor 480 X  20 - 580 575 X 20 —
(11)
700 635 X 20 - 766'')
(1) The 194? scales applied to England & Wales only.
(2) The figures in this column include value of residential emoluments.
(3) Cash salary was £120 x £10 - £l60; after 3 years, x £10 - £1?0.
(4) Cash salary was £l4o x £10 - £l80; after 3 years, x £10 - £190; after
3 years, x £10 - £200.
(3) Cash salary was £l80 x £10 - £220; after 3 years, x £20 - £240; after 
3 years, x £20 - £260.
(6) The final increment is £20.
(7) Salary of departmental sister on administrative work before 1.2.1949 was
that of ward sister plus allowance of £10 - £20 p.a. If on active 
clinical duties, rate was that of ward sister plus £0 - £40. Salary has
now been standardised at £30 above ward sister * s; in observation wards
. Kiay be increased up to £60.
W  Cash salary as for ward "sister, plus £23.
9^) Prior to 1.2.1949 cash salary as for ward sister, plus £4o. Since 1.2.1949 
scale is increased by £10 if number of beds supervised is 730 or over.
10) The designation of tutors was slightly different prior to 1.2.1949*
The last increment is £23.
" All salaries were increased as from 1.12.1954 and have been further 
revised since.
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The basic rung in the nursing hierarchy is that of the
staff nurse. The ladder of promotion is usually from that
grade to ward sister and thence to departmental sister,
(1)
assistant matron and matron. The ward sister is responsible
not only for the care of patients but also for the training of
juniors: she is said to occupy a strategic position in the 
12)
hospital. Departmental sisters are in charge of a special
section such as the out-patients department or operating
theatre; housekeeping sisters look after domestic arrangements.
The key to the higher nursing pay structure is the salary of
the ward sister; grades like the home, departmental or night
(3)
sister are in effect paid as ward sisters plus an allowance.
TABLE 52
Table 32 covers both matrons of hospitals approved for 
complete training for state registration as well as those in 
non-training institutions. Another large category is employed
(1) The estimated distribution of hospital staffs as per the 
Report of the 1947 Working Party (op. cit. p. 16) was; 
matrons and administrative staff: 6.5^; ward and depart­
mental sisters: 13.1^; staff nurses : 17.7^6; student nurses 
and pupil midwives 38.1%; assistant and other nurses : 
24.6^6.
Report of Working Party, op. cit. p. 93.
On Table 31 the allowance has been included with basic 
salary for convenience.
Table 32
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M a t r o n s  
(Gt. Britain)
S a l a r y S c a l e a s f r o m
1 .4.1947
£ p.a.(2)
I. Hospitals approved/-,y 
for complete training 
for state registration 
in general or sick 
children*s nursing;
Assistant matron 
Under 300 beds
300 -  399 "
400 - 499 "
300 beds and over
Deputy matron
300 beds or over
Matron
Under 200 beds
200 - 299
300 -  399
4oo -  499
500 -  599 "  )
600 -  699 "  )
700 -  999 " )
1,000 -1,499 "  i
1,500 beds and over )
400 X 15
435 X 15 
460 X 15 
48o X 15
(5 )
46o
495
1 .2.1949
£ p . a o
465 X 15 
500 X 15 
530 X 15
555 X 15
555
590
620
645
(6)
615 X 15 -  725
450 X 23 -  373 373 X 23 -  710 633 X 23 -  770
530 X 23 -  680 600 X 23 -  770 660 X 23 -  830
580 X 30 - 760 633 X 30 -  830 713 X 30 -  910
630 X 30 -  810 710 X 30 -  900 770 X 30 -  960
675
(4 ) 733 X 30 "  933 813 X 30 -  993
X 30 -  923 790 X 30 -  970 830 X 30 -1 ,030
( 4 )-1 ,000
823 X 30 -1 ,003 883 X 30 -1 ,063
750 X 30 910930
X
X
30
30
—1,090 
- 1,110
970
990
X
X
30
30
-1 ,130
-1 ,170
1 .6 .1952 ’^
£ p.a.
525 X 15
560 X  15 
590 X  15
615 X 15
675 X 15
615
650
680
705
-
Table contd.
Table 32 (contd.)
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1 .4.1947 1.2.1949
II. Non-training hospitals 
(except sanatoria, fever 
and mental hospitals;;
Assistant matron(7)
1.6.1952K
Under 300 beds 590 X 15 - 450 46o X 15 - 550 515 X 15 — 605
300 -  399 " 415 X 15 - 475 48o X 15 - 570 540 X 15 — 630
400 -  499 " 430 X 15 - 490 500 X 15 - 590 560 X 15 — 650
500 beds and over 46o X 15 - 520 520 X 15 - 610 580 X 15 - 670
ron
Under 30 beds 320 426®) 520 X 20 600) 580 X 20 660)
30 -  49 " 410 X 20 - 470 ) )
50 -  99 " 420 X 20 — 500 540 X 20 — 625 600 X 20 — 685
100 -  199 " 44o X 20 540 555 X 20 - 670 615 X 20 — 750
200 -  299 " 460 X 25 - 585 575 X 25 - 715 635 X 25 — 775
300 -  399 " 525 X 25 - 675 600 X 25 — 760 660 X 25 - 820
400 -  499 " 540 X 25 - 690 620 X 25 — 775 680 X 25 - 835
500 -  599 " ) Ck'l 650 X 25 810 710 X 25 - 870
6oo -  699 " ) 580 X 25 - 755' 670 X 25 mm 825 730 X 25 - 885
700 beds and over , 690 X 25 — 84o 750 X 25 — 900
(1) The 1947 scales applied to England & Wales only.
(2) The figures in this column include value of residential emoluments»
(3) Salaries are the same in '^affiliated" and "associated" training hospitals, 
except in those with under 100 beds where pay is lower.
(4) Range, not scale. Starting pay at employer's discretion, with 
prescribed no. of increments.
(3) This grade did not exist prior to 1.2.1949*
(6) The final increment is £20.
(7) WJiere 2 assistant matrons are employed in a hospital with under 500 beds, 
the second is to receive scale salary less £20.
(8) Cash salary was £200 x £10 - £260; after 3 years, x £20 - £28o. After 
5 years, x £20 - £300.
* All salaries were increased as from 1.12.1954 and have been further 
revised since.
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in training schools for enrolled assistant nurses, where
salaries are intermediate between those of "full training" and
(1)
"non-training" matrons. As the table shows, the 1949 settle­
ment introduced certain innovations in the method of remunera­
tion, the salary ranges for matrons in the larger hospitals 
being superseded by fixed scales, based on the number of beds 
in the institution.
In addition to the categories dealt with, mention must be 
made of nursing auxiliaries whose employaient has been greatly 
extended in recent years. They have no formal qualification 
whatever, working in (non-mental) hospitals where they relieve 
trained staff of routine tasks-. Their place in the nursing 
hierarchy lies between that of enrolled assistant nurse and 
ward orderly, the latter being a non-nursing grade within the 
purview of the Ancillary Staffs Council. Nursing auxiliaries 
are the only group for whom salaries were not nationally 
determined at the inception of the Health Service; in the 
absence of such scales the great majority were paid at ward
(1) The highest an assistant nurse training school matron can 
reach is (as from 1.6.1952} £1,060 per annum, as against 
£900 in a non-training and £1,170 in a full training 
school.
(2) See Industrial Court Award No. 2535, (HMSO 1954) p. 2. 
Numbers in England and Wales at 31.12.1953 were 15,558 
whole-time and 5,831 part-time auxiliaries.
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orderly rates. The question of regularising their position
came to a head in 1953, and was eventually referred to
arbitration. The management side emphasised that the pay of
auxiliaries should be such as would not prejudice the position
of enrolled assistant nurses; the gap between their respective
salaries should be sufficiently wide to mark the latter*s
higher status. The staff side made clear their dislike of
yet another tier below that of staff nurse, though eventually
(1)
consenting to the laying down of a national scale.
Allowances for additional qualifications and sp ecial forms of 
nursing
An allowance of £10 over and above the standard scale is
granted to a staff nurse and ward sister - including night
sisters and equivalent male staff but not to any senior grade -
who is an S.R.N. and, in addition, a registered sick children's
or fever nurse, a state certified midwife, or who holds the
(2)
Certificate of the Central Council for the Care of Cripples 
or of the Tuberculosis Association. The qualification must 
be required as essential for the post. These additions were 
originally introduced by the Rushcliffe Committee and
(1) ibid. p. 3 and para. 3. The Court awarded that as from 
1.11.1954 the scale for women auxiliaries (21 and over) 
should be £300-£395 per annum. A further increase took 
effect from 1.12.1954.
12) In this case the allowance is also payable to those who 
are only on a supplementary part of the State Register.
- 298 -
continued unchanged by the Nurses and Midwives Council, though 
the latter abolished allowances of £5 per annum which formerly 
accrued to those with a university diploma in nursing or 
holding the first certificate of the Central Midwives Board.
,T.B. hospitals^ sanatoria and T.B. wards of hospitals; 
Basic pay for fully-qualified staff is the same as in general 
hospitals; v/ard sisters and staff nurses holding the Tuber­
culosis Association Certificate only have a salary slightly
(1)
below that of full S.R.N.s. There is, further, an allowance
for continuous service in T.B. nursing. This was first
introduced in 1946, though prior to the appointed day was
payable only up to and including the rank of ward sister.
Now, all grades - including matrons - qualify, the addition
(2)
being at the rate of £30 a year ; a prerequisite for its 
initial payment is a minimum of two years* continuous T.B. 
work.
Fever hospitals; Remuneration in ordinary fever hospitals 
is again the same as in other institutions, except that those
(1) In the case of ward sisters who are T.A. only, the salary 
is £10 below that of a ward sister (S.R.N.); for staff 
nurses the difference is £12.10.0 p.a.
(2) Prior to 1.2.1949 (students ; 1.6.1951), the allowance was 
£20, but the basic salary of T.B. nucses was then slightly 
higher than that of the equivalent general hospital grade. 
In the case of mental nurses the T.B. allowance is £10,
payable up to and including assistant matron.
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on the part of the State Register relating to fever nurses 
only (R.P.N. ) have a commencing salary of one increment below 
that of full staff nurses, in viev/ of their shorter training.
The position is different for those engaged full-time in typhus 
fever or smallpox work, S.R.N.s - all grades - employed in 
this field used to receive an extra £10 a year and assistant 
nurses £5, but there has been a radical change since the 
inauguration of the National Health Service, since when a 50 
per cent augmentation of pay is granted in place of the former 
small addit ions.
All grades of nurses and midwives regularly employed on 
V.D. work receive an extra £20 per annum. Allowances have also 
been laid down for those acting as head nurses and team leaders 
at blood transfusion centres.
Ment al Nursing
As indicated, there is a particularly serious shortage of 
mental nurses, for though totals have risen, staff-patient
ratios have, owing to the increase in patients, remained almost 
(1)
unchanged. Also, there has been a sharp falling off in the
(1) Cmd. 9321, op. cit. p. 37. Numbe'r^^icreased from 27,330
at 31.12.1948 to 31,678 at 31.12.1953.
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number of students. Among reasons given for the continued
lack of recruits are the smallness of the mental "lead" -
which we shall deal with presently - and the fact that the
mental nursing qualification alone does not normally render
its holder eligible for promotion. It has been claimed that
prospects are altogether less favourable than in the general
(1)
nursing field.
In formulating their recommendations in 1944, the Mental
Nurses* Sub-Committee found it convenient to work from the
rates proposed for the general field; their conclusion was
that at the less senior levels somevhat higher scales than for
{2}
comparable "general" grades were both justifiable and desirable 
This differential between general and mental nurses* salaries
(3)
is known as the mental "lead". It has fluctuated somewhat,
but under the N.H.S. was standardised at £30 per annum for
student nurses, and at £20 for all others except the most
(4)
senior staffs. In addition, student mental nurses are
(5)
eligible for proficiency allowances totalling £50 over the
(1) cf. Reports of Central Health Services Council for years 
ended 31.12.1952 and 1953, paras. 88 and 86 respectively 
and Industrial Court Award No. 2504, op. cit. p. 4.
(2) Report of the Mental Nurses Sub-Committ ee, Cmd. 6542 
ThMBO l94i) paras, 9-10.
(3) For details see Industrial Court Award No. 2504, op. cit. 
PP* 7-8.
iij The nomenclature differs in the two hierarchies. The
highest grade to enjoy the £20 lead is the (mental) assist- 
/c\ i^a-tron, comparable to a (general) departmental sister, 
w) Raised to £90 as from 1.4.1954.
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three-year training period, whereas student general nurses 
receive only a single cash payment of £5 on passing the 
preliminary state examination. As regards higher posts, 
the position on the appointed day was that many of these 
attracted lower salaries in the mental than in the general 
field, but this has since been rectified; In 1948 the top 
figure attainable by a matron (training and non-training) was 
£100 less in mental than in general hospitals; it is now the 
same for both, and there has been a similar levelling up in 
the case of deputy matrons. However, while senior mental 
staffs have achieved "parity", they do not enjoy a "lead".
TABLE 33
Table 33 does not set out all the scales which have been 
devised, though it more or less shows each rung of the ladder. 
The grade structure is not identical with that in general 
hospitals, though it has much in common with it. Nursing 
assistants, for instance, and the intermediate level of 
deputy ward sister have no counterpart in the general field; 
on the other hand, there is no such thing as a mental enrolled 
assistant nurse. The "set-up" for deputy and assistant matrons 
likewise differs in the two hierarchies; another interesting 
point is that about half the mental nursing force is qualified, 
v/hereas in general hospitals the proportion is not quite one- 
third, The mental structure - unlike the general - also
(1) Industrial Court Award No. 2504, op. cit. p. 10.
Table 33
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NATIONAL HEALTH SERVICE
Nursing Staffs in Mental Hospitals and Mental Deficiency Institutions
(Women, Gt. Britain)
S a 1 a r S c a l e  a s f r o m
’ I.IO 0 I9 4 7
£ p.a.^^^
1.2.1949 1.6 .1952*
£ p.a. £ p.a.
Nursing assistant
Class II 165x5-175 225x10 -245 250x10 -270
" I 210x5-286^) 275x12.10.0-385 315x 12. 10.0-425
Staff nurse 260x^0-516^) 335x 12. 10. 0-435 380x12. 10.0-480
Deputy ward sister 280x^0^36^) 375x 12. 10. 0-475 420x12. 10. 0-520
Ward sister 500 -  468^^) 395x15 -526'^) 445x15 -576^)
Assistant matron 540 -  446^) 425x15 -556"^) 475x15 -606^)
Deputy matron
(training school)
Under 300 beds 470 X 15 -  560 525 X 15 -  615
300 -  399 " : 500 X 15 -  590 560 X 15 -  650
400 -  4-99 " 530 X 15 -  620 590 X 15 -  680
300 -  399 " ( 9) 555 X 15 -  645 615 X 15 -  705
600 -  699 ” 575 X 15 -  665 635 X 15 -  725
700 999 " 595 X 15 -  685 655 X 15 - 745
1,000 -1,499 " 615 X 15 -  705 675 X 15 - 765
1,300 beds and over 635 X 15 -  725 695 X .15 -  785
Matron (training school) (9) . as in general T.as in general
' hospital hospital
S ~
Kl S i i l » ,  £180 =: £10 - £260, 5
(7) The final increment is £20. .
«  S a l a r i e s  u p  t o  a n d  i n c l u d i n g  s i s t e r  t u t o r  w e r e  i n c r e a s e d  a s  f r o m  1 "  A l l  s c a l e s  h a v e  b e e n  f u r t h e r  r e v i s e d  s i n c e .
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provides in detail for senior male staff, men being employed
here to a much greater extent, relatively, than in the general
(1 )
field. There are also important differences in the two 
groups* conditions of service.
Broadmoor etc.; On the fringe of the mental health world
are the nursing staffs of the three "state institutions" -
( 2 )
Rampton and Moss Side Hospitals and Broadmoor. Hampton and
Moss Side are for mental defectives of dangerous or violent
propensities; they were set up under the Mental Deficiency Act,
1913, and on 1st July 1947 vested in the Minister of Health.
Broadmoor Criminal Lunatic Asylum was under the Home Office
until April 1949, when under the Criminal Justice Act, 1948
(3)
it also vested in the Minister; its name was changed to Broad­
moor Institution. The three establishments serve the N.H.S. 
and form part of it; the nursing staff, however, continue to 
have the status of civil servants, and though now covered by 
Ministry of Health YVhitley machinery, maintain a considerable 
measure of independence. At the same time they are, by train­
ing, mental nurses in the ordinary way, and their grading and
(1) The total of 31,678 mental nurses on 31.12.1953 consisted 
of 14,925 males and 16,753 females.
(2) In January 1953 their numbers were given as 380 male and 
559 female staff.
(3) All three institutions are under the day-to-day management 
of the Board of Control.
14; Disputes are still referred to the Civil Service Arbitration 
Tribunal and the staff continue to be represented by the 
Prison Officers* Association.
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service conditions follow those*of the Health Service.
Similarly with remuneration: since 1944 the institutions*
staffs have been paid salaries which were, throu^out, £40 in
excess of those nationally agreed for corresponding ordinary
mental hospital grades. There was thus an additional lead of
£40 - sometimes less elegantly referred to as "danger money" -
(1)
over the rates of the general run of mental nurses.
The Broadmoor Inquiry Committee, appointed in 1952 under 
the chairmanship of Mr. Scott Henderson Q.C. to inquire into 
the adequacy of the security arrangements at Broadmoor, dealt 
among other things with staffing problems. The Comriittee 
urged that the relative financial attraction that Broadmoor 
offered before the war should be restored; the existing "lead" 
of £40 was no longer effective. The special conditions pre­
vailing at Broadmoor lent force to the argument that the pay 
of its nursing staff should be determined independently, and
should not be automatically linked with that of the National
(2)
Health Service. In the light of the Report the "lead" of 
state institution salaries was raised from £40 to £90 per annum; 
rather ironically, this increase formed the basis of a claim 
by "ordinary" mental nurses for the restoring of the customary
(1) cf. Industrial Court Award No. 2504, op. cit. p. 3, Civil 
Service Arbitration Tribunal Award No. 209 (HMSO. 1953} 
paras. 17-19 and Report of the Broadmoor Inquiry Committee,
Cmo. 8594 (HMSO 1952) paras. 4-5. 
ibid. paras. 22-23.
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(1)
differential.
Midwifery
Notwithstanding its' close relation to nursing, midv/ifery
is a distinct profession. Legislation during the present
century has placed it on a sound basis; the title of "midv/ife"
is now protected by law and applicable only to a woman who has
gained a certificate (S.G.M.), entitling her to admission to
(2)
the Roll of Midwives. Candidates must be at least twenty
years old at the commencement of training, which takes one
year for a state registered nurse, and two for those not so
(3)
qualified. The majority are in fact S.R.N.s.
A Working Party on Midwives was set up in 1947 to invest­
igate the shortage of staff which had then reached almost 
alarming proportions. It found that practising midwives were 
seriously overworked, and drew attention to unsat^isfactory
features in the course of training, the high rate of examina- 
, . ( 4 )
■ l^on failures and the arduous working conditions. The
(1)See Industrial Court Award No. 2504, op. cit. The claim 
was not solely based on this.
(2) Maintained by the Central Midwives Board for England and 
Wales.
(I Working Party Report on Nurses, op. cit. p. 16.
^) P^Port of the Working Party on Midwives (Chairman; Mrs. 
M.D. Stocks] (HMSO 1949). For a summary of findings see 
P • 72 and p p .
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Yiforking Party stated that there was no doubt that the profession
was acutely dissatisfied with its remuneration; it foresaw
that the whole level of medico-social salaries might be scaled
up in the near future "and in that scaling up the midwife must
certainly share". The Working Party was also concerned with
the question of status; "The doctor must accept the midwife
as his fellow practitioner and not attempt either to relegate
her to the status of his handmaiden or to displace her unnec-
(1)
essarily from her position of authority in the patient * s eyes".
Both the Working Party, and the Midwives ^ Salaries (Rush-
cliffe) Committee in their Report of 194^ pointed out that
the prospects of the would-be midwife compared unfavourably
with those of the woman who chose nursing. There was less
scope for advancement - maternity hospitals were never as large
as the bigger general or specialised hospitals - and the matron^
(2)
responsibility and remuneration were correspondingly smaller.
The Rushcliffe Committee "bore this in mind in framing their 
recommendations. Rushcliffe also stated that it was an 
advantage for a midv/ife to have both a nursing and a midwifery 
qualification, but the 1949 Working Party concluded that there
(1) ibid. paras. 190-1 and 101.
(2) Working Party Report, op. cit. para. 201 and ff. and Report
of M idwives ^ Salaries Committee, Cmd. 6460 (HïvîSO 1943) para.
T5’.'
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(1)
was no inherent reason why a midwife should also be a S.R.N. 
ViTnile, therefore, there was some pay differentiation for those 
having the double qualification, this has been abolished under 
the NJi.S., the salary of a staff midwife now being the same 
whether she is an S.C^M. only, or an S.R.N. as well as an 3.C.M,
TABLE 34
Table 34 does not show all the scales provided for in the
Whitley agreements: there is, for example, a whole complex
of rates for senior staff in non-training institutions. It
will be seen that the bulk of midwives - i.e. the three lowest
(2)
grades - have a scale which is £20 higher than that for the
corresponding "general" nursing category. Midwifery tutors,
on the other hand, including those in sole charge, receive the
same as their opposite number in the general field, while a
principal midwifery tutor has a lower salary than her "general"
(3)
colleague. This is because her responsibilities are less; 
for the same reason the remuneration of matrons in the two 
spheres is not comparable.
(1) Except in certain fields such as the Colonial Service.
(2) This applies to the scales as from 1.2.1949.
(3) Her scale as from 1.6.1952 was £610-£710, as against £635- 
£760 for a principal sister tutor (general).
Table 3^
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NATIONAL HEALTH SERVICE
M i d w i f e r y  S t a f f s  
(Women, Gt. Britain)
Staff midwife
Midwifery sister
Departmental 
midwifery sister
Deputy superin­
tendent midwife
— _— — — ~ x z r — -----------
S a l a r y  S c a l e  a s' f r o m
1 .10.1947
£ p.a.(3)
260 X  10 - 310 
320 X 10 - 40&^ ^
330/370x10-380/436 ^^
(8)
Superintendent 
midwife(9)
(training institution)
23 - 49 beds 420 x 20
50 - 99 " 440 X  20
100 beds & over 470 x 23
1.2.1949
£ p.a.
335x12.10.0-435 
395 X 13 - 520
423 X 13 - 550 
443 X 13 - 570
(6)
(6)
- 495(10)
g o d o )
Assistant matron 
(training institution)
Under 30 beds 1320/360x10-400/440
30 beds & over
Matron^^)
(training institution) 
1 0 -1 9  beds 
20 - 49 "
30 - 99 "
100 - 199 "
200 beds & over
420 X 20 - 493
420 X  20
463 X 20 
490 X 23 
350 -
600
503
575
623
75 0(1 0)
823(10)
483 X 20
310 X  20
340 X 23
46o X 13 
490 X 20
350 X  20
363 X  20
390 X  23 
623 X  30
630 X  30
623
680
760
610
675
700
740
843
890
1.6.1952 
£ p.a.
380x12.10.0-480
443 X 13 - 570 
475 X 13 - 600 
300 X 13 - 623
(6)
(6)
(6)
343 X 20 - 683
370 X  20 - 740
600 X 23 - 820
315 X 13
350 X  20
610 X  20 
623 X  20 
630 X  23 
683 X  30 
710 X 30
640
670
(6)
755
760
800
905
950
(1) The 1947 scales applied to England & Wales only.
(2) Excluding the midwifery "service allowance" of £20 p.a. (see text).
(3) The figures in this column include value of residential emoluments.
(4) Cash salary was £l60 x £10 - £200; after ^  years, x £10 - £210. If midwife
was S.C.M. only, salary was £20 lower at minimum and £10 at maximum.
(3) Cash salary was £200 x £10 - £260; after 5 years, x £20 - £280. If S.C.M.
only and appointed on/after 1.4.195&i scale was £20 lower.
(6) The final increment is £20.
(7) Range, not scale. Range was £350/350 - £380/430 in non-training, and 
3^50/370 - £400/430 in training, institutions.  ^ Starting pay at employer's 
discretion. 3 annual increments to be paid, with discretion to grant a
further 3.
W  There was no scale for this grade prior to February 1949.
19) The bed ranges were slightly different for period prior to 1.2.1949*
ViO) Range, not scale. Starting pay at employer's discretion, with prescribed 
/ . BO* of increments.
Cash salary was £200x£10-£260; after 3 years, x£20-£280, plus allowance of 
not more than £40.
* All salaries were increased as from 1.12.1954 and have been further revised 
since.
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In order to counterbalance the drift into other branches
of nursing, the Rushcliffe Committee had instituted a service
allowance of £20 per annum, payable since January 1946 to all
(1)
grades of full-time midwives after the completion of a year's
continuous employment. This "bonus" proved the source of
(2)
considerable dissatisfaction; the Vifhitley Council therefore
decided that no further allowances should be paid after 31st
(3)
March 19 52. However, midwives continue to receive an 
additional £20 per annum, if engaged on maternity work 
complicated by V.D.
Public Health Nursing
Y/hile the majority of nurses are employed in hospitals, a 
sizeable proportion is engaged in district v/ork, domiciliary 
midwifery, health visiting and nursery nursing. The 
accepted qualification for the public health nurse is that of 
the health visitor, who must be a S.R.N., hold the Certificate 
of Part I of the Central Midv/ives Board and have passed the 
Health Visitor's examination of the Royal Sanitary Institute.
(1) Except pupils.
(2) cf. Working Party Report, op. cit. para. 192.
13) For new entrants the allowance ceased as from 3.8.1951.
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For S.R.N.s training lasts at least six months; for all others 
two years. Health visiting includes, amongst other duties, 
the ante-natal care of the mother and advice on that of infants 
and young children; the health visitor may specialise and become, 
say, a school nurse or T.B. visitor. District nurses provide 
care for the sick in their own homes, some undertaking mid­
wifery and health visiting as well; they usually undergo an 
additional "district" training.
TABLE 35
Remuneration for public health nurses in England and Wales
was again laid down by the Rushcliffe Committee, the original
(1943) scales being revised in. 1946. ' The rates introduced
as from February 1949 were fixed in the light of an Industrial
Court Award of April 1950, when the staffs appealed to the
Court to maintain the relationship of public health salaries
(1)
to those of the institutional grades on which they were based. 
The management - though having previously agreed to a review of 
all nursing remuneration - had decided in the light of the 
changed economic situation that they could not offer improved 
scales: while in the case of hospital staffs increases could
(1) Industrial Court Award Wo. 2256 (HIISO 1950), P- 1
Table 35
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Public Health and Domiciliary Nursing and Mdwifery Staffs
(Women, Gt. Britain)
District nurse 
(S.R.N. with 
"district" training)
District midwife
(S.C.M. and /i-\
S.R.N./R.S.C.N.)^'^
(6)
District nurse midwife 
(S.R.N. and S.C.M. with 
"district" training)
Health visitor
(7)T.B. visitor
School nurse(7)
Senior health visitor 
Senior school nurse 
Senior T.B. visitor 7^)
S a l a r y
(2)
S c a l e  a s f r o m
1.1.1946
£ p.a.
1.2,1949
£  p . a . (3)
1.6.1952*
£  p . a . O )
300 X  15 - 405 340 X  15 - 465 385 X  15 - 510
330 X  15 - 435 370 X  15 - 495 420 X  15 - 545
320 X  15 - 425 360 X  15 - 485 410 X  15 - 535
330 X  15 - 435 370 X  15 - 495 420 X  15 - 545
330 X  15 - 435 370 X  15 - 495 420 X  15 - 545
330 X  15 - 435 370 X  15 - 495 420 X  15 - 545
350 X  15 - 455 400 X  15 - 525 450 X  15 - 575
(1) The 1946 scales applied to England & Wales only. For additional London 
allowance see text.
(2) Prior to 1.2.1949 there were separate scales for those living in district 
homes. All rates on this table refer to non-resident grades.
(3) The final increment on all scales in this column is £20.
(4) If without district training, scale is £10 lower. If on health visiting 
duties and holding H.V. certificate, it is £10 higher.
(5) If S.C.M. only, a lower scale applies.
i.e. undertaking both nursing and midwifery, the average number of 
maternity cases being under 30.
(?) With H.V. certificate or equivalent. The scale is lower for those with 
an inferior qualification.
 ^ All salaries were increased as from 1.12.1954 and have been further 
revised since.
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be allowed without contravening the principles of the Vi/hite
Paper, it was doubtful whether the claim îb r public health and
(1)
domiciliary personnel could pass the same test. The Court 
awarded improvements #iich, though falling far short of the 
staffs' proposals, constituted increases (for the basic grades) 
of £40 at the minimum and £60 at the maximum.
The Whit le y Council has also fixed remuneration for a great 
many senior domiciliary grades. There are scales for super­
intendent nursing officers which vary with the numbers super­
vised: where the latter total 10-24, the scale is £555-£635;
where staff is 500-999, the range is £835-£l,060; where 1,000
(2)
or plus it is discretionary. . Salaries have similarly been 
laid down for area nursing officers, superintendent health 
visitors, and so on. Health visitor tutors receive the same 
as sister tutors in hospitals. There is also a pattern of 
scales for superintendents of home nursing services and for 
various senior categories in district homes.
Salaries for industrial nurses are not within the purview 
of the Nurses and Midwives Whitley Council, but are normally 
settled by personal agreement betweenj^parties.
loi Pa.ra. 6.
Scales operative from 1.6.1952.
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The employment of part-time nurses - a measure originally 
introduced as a war-time expedient - has been continued and 
expanded in a number of hospitals owing to the general shortage 
of staff. The basis of remuneration is that those working up 
to 40 hours a week are paid on a sessional basis, while those 
engaged for longer periods are paid pro rata on the relevant 
full-time scale.
Residential emoluments ; Yi/hen the Rushcliffe scales were
first evolved, the large majority of nurses were resident.
Since then there has been a trend towards "living out"; in
1953 it was estimated that only about 75 per cent of students
(1)
and 45 per cent of other grade's were living in. Under Rush­
cliffe, as indicated, there was a small cash salary, supple­
mented by emoluments "in kind". Male nurses, however, 
received the whole of their remuneration in cash, and with the 
inauguration of the Health Service, this system was extended to 
all. Where a nurse is resident, she now pays her hospital 
for the services provided, the amount varying according to 
grade: From 1st June 1952 the deduction for board and lodging
(1) cf. Report of the Central Health Services Council for the 
year ended December 31st 1952 (HMSG 1953/ para. 78, and 
Industrial Co'urt Award No. 2427, op. cit. p. 5.
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(1)
ranaed from £108 per annum for student nurses to £245 for the
(2)
highest-paid matron, a staff nurse paying £135; non-resident 
grades are charged £30 per annum in respect of meals and
(3)
uniform. Matrons receive an allowance of £30 to purchase 
their own uniforms on first appointment, and £25 for replacement 
in each succeeding year.
' Provincial differentiation ; Male nurses (other than mental)
were paid a London allowance under Rushcliffe, though this was
discontinued from February 1949 for all except students.
Public health and domiciliary nursing and midwifery staffs
likewise received a London weighting - except those living in
district homes - at the rate of £25 per annum if inside the
L.C.G. area, and £15 if within the Metropolitan Police District
outside the L.C.C. VYhen, under the N.H.S., the all-inclusive
cash salary became universal, the staff felt 'that all nursing
(4)
graaes should now have identical treatment in the matter, 
ard in this way. they were upheld by the Industrial Court. As
(1) Student nurses continue to be entitled to certain free 
emoluments.
(2) The last Rushcliffe figures ranged from £75 for students 
to £250 for the highest-paid matron; non-resident nurses 
received these amounts in cash. The 1952 rates have now 
been increased.
(3) Waere meals are not provided/taken, a nurse pays £5 p.a. 
for the use and laundering of uniform.
cf. Industrial Court Award No. 2539 (HMSG 1954) para. 3.
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a result, all non-resident nurses and midwives in the Metro­
politan Police Area - i.e. male and female, and whether 
hospital or "public health" - receive, as from 1st November 
1954, a London weighting of £10 per annum if under 21, £20 if 
aged 21-25, and £30 if 26 and over. These rates apply to 
those with salaries of up to £800; where remuneration is between 
£801 and £1,000, the allov^ance is £40; where it is over £1,000, 
the weighting becomes £50.
Sex differentiation: Nursing is primarily a woman's
occupation; the only field in which men are employed in any
numbers is that of mental nursing. The highest posts - those
of matron - are invariably held by women, though in the event
of a man being appointed, he is to receive the matron's salary.
The Rushcliffe Committee had felt obliged to recognise the
then generally accepted principle of higher rates for male
staff, though the differential became narrower in the higher
reaches of the nursing world; men and women tutors, for 
•  ^ (1)instance, were on identical rates. The sex differential was 
further narrowed by the Nurses and Midwives lYhitley Council ;
(1) The rates for men and women under Rushcliffe were not 
strictly comparable, however, in view of the different 
bases of remuneration.
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the scale operative for a male "general" staff nurse from 1st 
June 1952 was £37Q-£470 as compared with £360-£460 for a woman; 
for ward and departmental sisters, men, though they had a high­
er minimum, had the same maximum as their female opposite 
number. The differentials are so small that one is tempted 
to suggest that their retention was prompted by the desire 
not to embarrass the Treasury. Meanwhile, equal pay has been 
accepted; it is being introduced in stages, to be fully 
operative by 1961.
Hour8 : Hours of work are not formally laid down, though
the standai^d aimed at is a 96-hour fortnight. There is no 
compensation for either night .work or overtime, with the 
exception of mental nursing where all grades up to and including 
ward sister are paid for any overtime put in (at plain time 
rate). Nurses feel strongly about this ; their representatives 
have stated that it could not be overemphasised that, with the 
exception of certain mental grades, the "great disparity 
between the hours of work of nurses and their ^ C(^lleagues in the 
Health Service was not recompensed in any w a y " # For all 
that, the post-war period has seen great improvements in the 
basic service conditions of the nursing and m.idwifery 
professions.
(1) Industrial Court Award No. 2560, op. cit. pp • 3-4.
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(1)
Superannuation
All whole-time employees of the National Health Service
over the age of 18 are covered by  a compulsory superannuation
scheme; part-time consultants and specialists are also
included. The employee's contribution is 6 per cent of pay,
(2)
with the employing authority paying 8 per cent. The main
benefit is a pension of l/80th of "average remuneration" - i.e.
during the last three year's of employment - for each year of
"contributing service", up to a maximum of 45/80ths. It
accrues on retirement at or after age 60 - 55 for certain
classes such as mental health workers and women nurses, mid-
vdves, health visitors and physiotheraoists. Other benefits
(3)
include a lump-sum retiring allowance and a widow's pension.
The V;th.itley Councils have also made provision for numerous 
other contingencies such as sick leave and travelling expenses.
(b) All N.H.S. employees.
v2) 5 per cent and 6% in the case of manual workers.
(3) For full details see Superannuation Scheme for those engaged 
Anjbhe National Health Service in England and ‘;-/ales, rev. 
edn.^'(mS0 1952).
- 318 -
Chapter 6
THE ADMINISTRATION OF JUSTICE
The administration of justice has not alv/ays been a public
service; jurisdiction run privately for profit, we are told,
(1)
did not shock the Norman conscience. However, owing to the 
fact that it was both better and more popular, it was royal 
justice that prevailed.
The legal system in England is not a unified service;
there is no hierarchical structure with a single figure at
its head. Thus some of the highest judicial posts are filled
on the recommendation of the prime Minister, the Home Secretary
has considerable powers in the sphere of the criminal law,
and the Lord Chief Justice in the Q,ueen's Bench Division.
The nearest approach to a Minister of Justice is the Lord
Chancellor; yet there are departments over which he has no 
(2)
control. Again, where the Roman tradition holds, the
judiciary is part of the machinery of government and is a
profession separate from that of the lav/yer. Here, the 
judiciary stands apart from the Civil Service and is closely 
linked with the bar ; it is through private practice - if he is
(1) R.M, Jackson, The Machinery of Justice in England 
, (Cambridge University Press, 1940 /  p. 2.
cf, G-,R,y, Radcliffe & G-. Cross, The English Legal System 
(London, Butterworth, 194G) pp. 385-8.
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successful enough - that a barrister may in middle or old age
(1)
attain to the judiciary.
For the administration of justice law is divided into
civil and criminal. Lesser civil matters are dealt with by
county courts; others by the High Court with appeal to the
Court of Appeal and the House of Lords. Criminal justice is
administered in courts of summary jurisdiction, courts of
quarter sessions or the High Court ; there is also a Court of
(2)
Criminal Appeal. The High Court has thus both civil and 
criminal jurisdiction; its personnel, as that of the Court of 
Appeal and the House of Lords, is sometimes referred to as the 
"superior" judges.
County Courts
There are over 400 county courts in England and V/ales which, 
though their jurisdiction is limited, handle a substantial 
volume of work. The maximum number of county court judges 
nas been fixed by statute at sixty-five; the actual number 
appointed is about 60. The judges, who serve full-time, must 
oe barristers of at least seven years' standing.
Jackson, op. cit. pp. 19-20.
*^^by the major courts have been mentioned.
13] High Court and County Court Judges Act, 1950, s. 2.
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(1)
The Statutory Salaries Act, 1937 fixed the remuneration
of county court judges at £2,000 per annum. No alteration in
this figure v/as made until 1951, but in 1947 certain additions
became payable in respect of the judges' new duties as special
divorce commissioners. These payments were on a basis
appropriate to High Court judges, but varied widely from over
£1,000 to under £50 a year, depending on the volume of divorce
(2) (3)
work. The Judicial Offices (Salaries, & c .) Act, 1952
"compounded" this extra divorce pay at £300, consolidated it
with basic remuneration, and fixed a new inclusive salary of
£2,800 oer annum. The new figures applied retrospectively
(4)
from 1st July 1951.
Each county court is also served by a registrar ; he is the 
head of the court's office staff but also acts as a lesser 
judge. Registrars must be solicitors of at least seven 
years' standing; they serve full- or part-time, the majority 
also performing duties as district registrars of the High 
Court. Their salaries vary; for the 72 full-time officers in
(1) 1 Edw. 8 & 1 Geo. 6. c. 35.
(2) See 14.2.1951, 170 H.L. Deb. 333 and 3.12.1951, 494 H.C. 
Deb. 2151.
(3) 15 and 16 Geo. 6. and 1 Eliz. 2 c. 12, s. 1(1).
(4) In the City of London the Mayor's and City of London Court 
Da.8 inter alia the jurisdiction of a county court. It
is staffed by'the Recorder, the Common Serjeant and two 
judges, with salaries of £4,000, £3,500 and £3,000 
respectively.
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(1)
1951 they ranged from £1,000 to £2,125 per annum. Before the
coming into force of the 1952 Judicial Offices Act, therefore,
quite a number of registrars were receiving as much as - and in
one instance more than - the county court judge under whom they 
(2)
served. In some cases registrars* salaries are inclusive of 
"clerk-hire".
Courts of Summary Jurisdiction
Justices of the Peace ; There are about one thousand courts
of summary jurisdiction, which are mainly concerned with the
adjudication of less serious offences. They do the bulk of
the country's criminal work, and are mostly staffed by lay,
unpaid magistrates or Justices of the Peace. There are
approximately 21,000 J.P.s in England and 7/ales (including
6,000 on the supplemental list). Under legislation passed in
the reign of Richard II they received "Wages by the Day for
the Time of their Sessions", but an 1855 "Act for diminishing
Expense and Delay in the Administration of Criminal Justice ..."
(3)
considered it expedient that such payments be dis continued.
(1) Civil Estimates, 1951-52. Class III, pp. 66-7. As from 
1.1.1952 all salaries under £2,100 qualified for the 
Civil Service "pay addition".
(2) Reference to this was made in the House of Lords: see 
14.2.1951, 170 H.L. Deb. 319. However, the special
^divorce" pay accruing to county court judges has been 
ignored in this comparison.
3^) 18 and 19 Viet. c. 126, :S. XXI.
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Their services are therefore entirely free - except for the 
refund of expenses - an interesting exception to the general 
movement from voluntary to paid service.
Metropolitan and stipendiary magistrates; Courts of
summary jurisdiction are also held before metropolitan police
and stipendiary magistrates, who are full-time, salaried
officers, chosen from barristers of at least seven years'
standing. They act in place of, or in addition to, local
J.P.s; whether a locality has a stipendiary magistrate or relies
(1)
entirely upon lay justices is largely a matter of history,
(2)
In 1951 there were only seventeen stipendiaries in the whole 
of England and Wales outside London; in the latter much of 
petty sessions work is done by (up to) twenty-seven metro­
politan police magistrates.
The institution of paid magistrates in London arose from
the deficiencies of the lay justices in the later eighteenth 
( 3 )
century. Their remuneration was fixed at £2,000 a year by 
the 1937 Statutory Salaries Act, with £2,300 for the chief 
magistrate who sits at Bow Street police Court. The 
Judicial Offices (Salaries, & c .) Act raised these amounts to
(4) cf. Report of Royal Commission on Justices of the Peace, 
, 1 2 4 6 ^ 6 ,  Cmd. 7463 (EIVISO^  19487 para.~2S3.
I ) DQ-w  list 1951, p. 93. There was one vacancy.
(3) Cmd, 7463, op. cit. para. 285.
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£2,500 and £2,800 respectively, payable from July 1951.
]V;etropolitan magistrates, therefore, although in receipt of
(1)
the same figure as county court judges since 1375, now receive
£300 less as a result of the consolidation of the latters '
"divorce" pay; the less glamorous brand of matrimonial
jurisdiction of magistrates - affiliation, separation and.so
on - does not rank for extra remuneration. Though the
Attorney General has emphasised, in a statement to the House
of Commons, that no change in the relative status of county
court judges and magistrates was involved, the new salary
(2)
differential has been vigorously opposed by Members.
The remuneration of provincial stipendiaries, under section 
32(1) of the Justices of the Peace Act, 1949, is "such amount 
as the Secretary of State may from time to time direct after 
consultation with the authority or authorities liable to pay 
the salary": previously the local authority had the last
word. It follows that the pay of stipendiaries is not uniform:
(1) The salary of county court judges was fixed at £1,500 in 
1865 (28 & 29 Viet. c. 99), and that of metropolitan police 
magistrates at a similar amount in 1875, with £1,800 for 
, the chief magistrate (38 & 39 Viet. c. 3).
; 3. and 5.12.1951, 494 H.C, Deb. 2154 & ff.
cf, Cmd, 7463, op. cit. para. 234. The salary must not 
exceed that of a metropolitan magistrate.
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jjnr:]ediately before the 1952 Judicial Offices Act salaries were
between £1,400 and £2,000; following the passing of that
statute, consultations were to take place to increase these
(1)
figrnes to from £2,000 to £2,500. However, the demand for a 
uniform, rate, equal to that of metropolitan magistrates, has 
not been m e t .
Justices ' clerks ; Justices' clerks have been described as
the legal advisers of justices of the peace who, in addition,
(2)
have certain administrative and other duties. They are not
judges, but the fact that summary courts are mostly composed
of lay magistrates, makes their position one of importance.
The great majority used to serve part-time, being solicitors
Y/ho combined their clerkships with private practice. Their
remuneration was usually inclusive of office expenses and
staff salaries, and they received often substantial "extras",
such as a commission on moneys collected under the Affiliation
(3)
Orders A c t .
(1) ibid. para. 235 and 3.12.1951, 494 H.C. Deb. 2156. See 
also Judicial Offices (Salaries, & c .) Act, 1952, s. 4.
(2) See Home office. Report of the Departmental Committee on 
Justices' Clerks (Roche Report). Cmd. 6507 (HMSO 19411 
para. 39. On 25.3.1948 the total number in England and 
Y/ales was 778.
(3) For details see ibid. paras. 150-171.
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The conditions of service of justices' clerks were reviewed 
by a Departmental Committee under the chairmanship of Lord Roche, 
who inter alia proposed an extension of the system of whole­
time officers, to be employed not by individual benches, but
by a committee of magistrates for the whole county or large
(1)
borough. The Justices of the Peace Act, 1949 gave legis­
lative effect to these recommendations, and magistrates courts'
commiittees have been set up who will henceforth - subject to
(2)
the Home Secretary's approval - appoint clerks. These 
committees are also formally responsible for dealing v/ith 
clerks' remuneration, though for its actual determination a 
Joint Negotiating Coimriittee has been set up. However, owing 
to that body's inability to agree, the first set of national
(3)
salaries had to be drawn up by a special Board of Arbitration.
Quarter Sessions
Quarter sessions are held four times a year for each county
and such of the larger boroughs as have their own court.
County quarter sessions formally consist of all the J.P.s for 
the county, though the number sitting at any one time is now
limited. There is a growing practice that the chairman and
his deputy should be legally qualified; if so, he may receive a
p) ibid. para. 231.
Justices of the Peace Act, 1949, s. 19(1) and (8). Clerks 
to metropolitan magistrates continue to be appointed by 
the Home Secretary.
(b) See Ministry of Labour Gazette (July 1953) p. 258.
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( D
salary, though the Royal Commission on Justices of the Peace
urged that every effort should be made to obtain chairmen who
(2)
would give volun.tary service. The majority in fact continue 
to be "honorary": in February 1952 there were twenty-three
salaried and forty-three unpaid chairmen and twenty salaried 
and ninety-one unpaid deputy chairmen. With the exception of 
the chairman and deputy of the London quainter sessions - the 
former must be salaried - all serve part-time.
In borough quarter sessions the position is rather different, 
Instead of the justices there is a sole judge knovm as recorder 
who must be a barrister of at least five years' standing.
Except in the ^ity of London, --he serves part-time. There were
(3)some 12c recorders in England and Wales in 1951; they are
remunerated in all cases, their paymaster being the local
authority. Any increase in their salaries must be approved
( 4 )
Dy the Lord Chancellor, but no uniform scales have been laid
, (5)
aown.
(1) Agreed between quarter sessions and the county council and 
approved by the Lord Chancellor.
(2) Report, op. cit. para. 259.
(3) Law T a 31 1951, pp. 95-6.
(4) Municipal Corporations Act 1882, s. 163(7) as amended by
Justices of the Peace Act, 1949, s. 39(3)(a).
(5) The principal officer of a court of quarter sessions is
the clerk of the peace; for which see Chap. 2, p. 135.
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Coroners
There are about three hundred coronerships in England and 
Wales. It is a very old office, originally designed for pro­
tecting the fiscal rights of the Crown; in the course of time
the holding of inquests on sudden deaths has become its main
(1)
function. Coroners are appointed by county and borough
councils as the case may be, and must be barristers, solicitors
or legally qualified medical practitioners of not less than
(2)
five years' standing. In the great majority of cases they 
serve part-time, the amount of work and remuneration varying 
in different localities. The salary is fixed by the 
Secretary of State only in default of agreement between the 
employing authority and coroher.
The Superior Judges
The Supreme Court of Judicature Act, 1873, established the 
Supreme Court of Judicature, divided into the High Court of 
Justice and the Court of Appeal. The High Court consists of
(1) cf, Jackson, op. cit, p. 96. For a complete list of 
coroners see The Lav/ List 1951, p. 106 and pp. the Home 
Secretary has recently urged a reduction in part-time 
coronerships and a corresponding enlargement of remaining 
jurisdictions.
(2) Coroners (Amendment) Act, 1926, s.l.
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the Chancery, Queen's Bench and probate. Divorce and Admiralty
Divisions and the Assize Courts; its judges are the Lord
Chancellor, the Lord Chief Justice, the President of the Probate,
Divorce and Admiralty Division and the "Justices of the High
(1)
Court" or puisne judges.
The Lord Chancellor occupies a semi-political, semi­
judicial position. For some purposes he is the head of the 
judiciary; for example, he presides over the judicial sittings 
of the House of Lords, is President of the Supreme Court and 
is responsible for the county court system. At the same time, 
he is a member of the government of the day, and his tenure of 
office depends on the political fortunes of his party. His 
remuneration until recently was £10,000 - £6,000 in respect of 
his presidency of the Supreme Court and Chancery Division and 
£4,000 as Speaker of the House of Lords; he is also provided
with rent-free accommodation. His salary was raised to
(2)
£12,000 by the Judges' Remuneration Act, 1954.
The Lord Chief Justice is president of the Queen's Bench 
Division and, in the Lord Chancellor's absence, of the High
(1) cf, Supreme Court of Judicature (Consolidation) Act, 1925, 
88. 1-4.
(2) 2 & 3 Eliz. 2. c. 27. All subsequent references to 
increases in 1954 were effected by that Act.
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Court. His salary v/as fixed at £10,000 in 1825 but reduced
de facto to £8,000 in 1830, at which figure it was formally
(1)
confirmed in 1851. Apart from a temporary reduction under
(2)
the National Economy (Statutory Salaries) Order, 1931 - to 
which all judicial salaries were subject - it remained at £8,000 
until 1954 when it was increased to £10,000.
The puisne judges number about forty; they are attached to
one or other of the High Court Divisions. They also go on
circuit as commissioners of assize, proceedings before them
outside London being equally deemed proceedings before the
High Court. When on circuit, allowances are paid to cover
expenses. Puisne judges are ..appointed from barristers of at
least ten years' standing. Their salary was fixed at £5,000
(3)
per annum in 1832, at which figure it remained - apart from the 
temporary 1931 cut - until 1954, when it became £8,000 a year. 
The President of the probate. Divorce and Admiralty Division 
receives the same remuneration.
The Court of Appeal - concerned solely with appeals in 
civil cases - consists of nine Lord Justices of Appeal, the
^ 13 Viet. c. 41.
^  S.R.&o. 1931 No. 810.
ibj 2 & 3 William IV. c. 116.
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Master of the Rolls and a number of other ex officio members. 
Lord Justices of Appeal are chosen from barristers of not less 
than 15 years* standing or from amongst High Court judges ; 
their salary is the same as for the latter, except for the 
Master of the Rolls vihose pay is £1,000 higher.
Criminal cases - in so far as they are not heard by an 
inferior court - are normally dealt v/ith by assizes, including 
the Central Criminal Court (the "Old Bailey"), which is the 
assize court for the London area. In practice, the work of 
the latter is assigned to the Recorder, Common Serjeant and 
one of the judges of the Mayor's and City of London Court, 
whilst Queen's Bench Division judges try the more serious cases. 
The latter also deal with criminal work at assizes outside 
London. The Court of Criminal Appeal, unlike its opposite 
number on the civil side, is staffed by personnel normally 
engaged in original hearings ; the Lord Chief Justice and 
Queen's Bench Division Judges.
The final appeal court for both civil and criminal cases
(1)
IS the House of Lords, composed of ten Lords of Appeal in 
•2ESÎ2S£Z “ the Law Lords - who are paid professional judges
(T) Appeal to the House of Lords in criminal cases is restricted.
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with life peerages. They must have held high judicial office
for at least two years, or have been practising barristers for
fifteen years. Their salary was fixed at £6,000 per annum in
(1)
1876; it was raised to £9,000 in 1954.
There are certain other judicial or semi-judicial posts
in the Supreme Court. There are the official referees, v/ho
are permanent officers to whom the trial of questions arising
(2)
in civil proceedings before the High Court may be referred; 
they have been jocularly referred to as trying those cases
(3)
that are too difficult for the judges. Another category are 
the masters in the Queen’s Bench Division, those attached to 
the Chancery Judge’s Chambers, and masters in the Supreme Court 
Taxing Office. Their functions are highly te clinical - partly 
judicial and partly administrative. Those in the Queen’s 
Bench Division, for instance, have independent jurisdiction 
but also control the Central Office of the Supreme Court. 
Official referees receive (1951) £2,500 per annum and masters
(1) Appellate Jurisdiction Act, 1876, s.6.
IB; For detailed provisions see Supreme Court of Judicature
(Consolidation) Act, 1925, s. 89, and General Note thereon, 
Ealsbury’s Statutes of England, 2nd ed. vol. 18, p. 505.
(3) 14.2.1951, 170 H.L. Deb. 317.
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(1)
(other than chief and senior masters) £2,000 x 100 - £2,500.
The information about salaries of the major holders of 
judicial office is summarised on Table 36.
TABLE 36
Appointment and Promotion
County court judges (except in the County Palatine of
Lancaster) and registrars are appointed by the Lord Chancellor;
(2)
so are J.P.s - in this instance on the advice of local 
committees. Recorders, metropolitan police and stipendiary 
magistrates are appointed on the recommendation of the Lord 
Chancellor and - in the case of the last-named category - a 
petition by the local authority concerned. As for the 
superior judges, the Lord Chancellor, the Law Lords, the Lord 
Justices of Appeal, the Master of the Rolls and the Lord Chief 
Justice are nominated on the advice of the Prime Minister, while 
the appointment of the puisne judges again falls to the Lord 
Chancellor. All - except the latter - hold office "during 
good behaviour", subject to a power of removal on an address 
presented to the Crown by both Houses of Parliament, All
(1) Rates granted following the Chorley Report on higher civil 
servants’ pay. Salaries under £2,100 attracted the 
/pX Civil Service "pay addition" as from 1.1.1952. 
v-j Except for ex-officio justices and those under the juris­
diction of the Chancellor of the Duchy of Lancaster.
Table 36
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THiS JUDICIARY
(England & Wales)
3f
Salaries: 19^1
County Courts:
Judge
î'fetropolitan Police Courts: 
Magistrate 
Chief magistrate
Supreme Court of Judicature:
High Court of Justice 
Puisne judge
Lord Chief Justice of England
Court of Appeal
Lord Justice of Appeal 
Master of the Rolls
House of Lords
Lord of Appeal in Ordinary 
Lord Chancellor
p.a,
2,800
2,200
2,800
2,000
8,000
2,000
6,000
6,000
I
10,000
(1)
(l) £6,000 as President of Supreme Court and Chancery Division,
£U,000 as Spealter of House of Lords; also receives rent- 
free accommodation.
X The salaries of all judges of the House of Lords and the 
Supreme Court of Judicature were increased by the Judges’ 
Remuneration Act, 192U.
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full-time judges and judicial officers are covered by super- 
amiuat ion arr ang erne nt s.
There is no recognised practice of promoting judges. A
county court judge must expect to remain a county court judge;
advancement to the High Court is extremely rare. Among the
superior judges there may be advancement from the High Court
to the Court of Appeal or from either of these to the House
of Lords, but apart from the question of prestige there is
little financial gain, except in the case of promotion to Lord
Chief Justice or Lord Chancellor. As pointed out, there is
no difference in pay at all between the High Court and Court
of Appeal, though statute accords the personnel of the latter
(2)
precedence of rank.
Most judicial salaries, as we have seen, are laid down by
statute; Parliament alone can alter the terms on #iich members
of the judiciary hold office. The remuneration of t he
superior judges In force until the passing of the Judges* 
Remuneration Act, 1954 was fixed - free of tax - at various
dates in the nineteenth century; previously judges supple-
(3)
ment ed their income from the fees paid by their litigants.
(1) of, Jackson, op. cit. p. 210. However, of those appointed 
to the High Court, many have held recorderships .
(2)Supreme Court of Judicature (Consolidation) Act, 1925, s.
w) See Radcliffe & Cross, op. cit. p. 380.
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There is no doubt that, when they were first laid down, these 
judicial rewards were very substantially above those available 
in any other branch of the public service. Nor has the 1954 
revision done anything to restore the position.
Other Courts and Tribunals
Apart from the judicial personnel dealt with, there are
those staffing various special courts such as the Palatine
Courts, Borough Courts of Record, Courts Martial or
(1)
Ecclesiastical Courts. More important, there is what has
been called the "veritable maze of adjudicating bodies of all
(2)
kinds" - the numerous special, tribunals that have sprung up 
in the twentieth century and which to a greater or lesser 
extent fulfil judicial functions. Examples are the Rent 
Tribunals, the National Insurance and Industrial Injuries 
Tribunals, the National Health Service Tribunal, the Lands and 
Pensions Appeals Tribunals as also the various industrial 
tribunals, the Special Commissioners for Income Tax, the
(1) For full details see Hals bury* s Laws of England, 2nd ed. 
vol. 8, pp. 517-24 ana fi'’. The' proceedings' bï some of 
these are included in the official Civil Judicial Statistics, 
published annually by H.M.S.O.
12) #m. A. Robson, Justice and Administrative Law, 3rd ed. 
(Stevens, 1951) p. 314.
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(1)
Transport and the Patents Appeal TriDunal. These bodies,
though variously classified, do not in any way form a system,
(2)
there being a great diversity of structure and function.
Hence they are staffed in a variety of ways - on an ad hoc 
or permanent basis, b y  High Court judges, civil servants, 
lawyers or other "experts". The President of the Patents 
Appeal Tribunal, for instance, is a High Court judge; the 
Special Commissioners of Income Tax are civil servants. If 
any generalisation about the "administrâtive judiciary" is 
possible, it is that its members do not normally serve full­
time - civil servants are the main exception - and that they 
tend to be remunerated by fee on a sessional basis rather than 
by fixed salary.
(1) p i d .  Chap. 3 for full details.
(2) ibid. p. 587 & pp. prof. Robson distinguishes between 
"administrative tribunals" and "judicial commissioners", 
but considers both part of the machinery of justice. Dr 
Jackson mail es a tentative division into three groups.
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THE PROBATION SERVICE
The probation service is concerned with the social aspects
of the administration of justice, and emerged as a combination
of binding over an offender with provision for his supervision.
In the last quarter of the nineteenth century some religious
bodies began to appoint "police court missionaries", but it
v/as only under the Probation of Offenders Act, 1907 that
probation received the official blessing of statute - turning
it from a voluntary into a public service - and that courts
(1)
were empowered to appoint paid staff. The central authority
for the administration of t h e  system in England and Wales is
the Home Secretary. Locally, responsibility rests on
(2)
probation committees, one of which exists for each of the 122 
probation areas of England and Wales.
The law now requires that at least one man and one woman 
officer should be available in every petty sessional division 
and for every superior court, it being their function "to
(1) Po p a fuller account see Home Office, The Probation Service 
(HMSO 1952) and Jackson, op. cit. p. 1 6 2 . 
v2) For details of constitution e t c . see Probation Rules, 1949 
(S.I. 1949 No. 1328) pts. II and IV. In the Metropolitan 
Magistrates Courts area the Home Secretary takes the place 
I^ Tie ^ probat ion committee. . Detailed supervision over 
probation officers is exercised by case committees.
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supervise the probationers and other persons placed under
(1)
their supervision, and to advise, assist and befriend them".
In addition, probation officers act as conciliators in
matrimonial disputes, supervise young persons in need of care
and protection and help in the after-care of those leaving
approved schools. Borstals and prisons. They also carry out
investigations into the home background and general environment
(2)
of persons brought before court.
Though the probation service has been much expanded since 
pre-war days, it is still of small dimensions. Numbers at 
the end of February 1952 were ;
Probation officers 1,010
Senior probation officers 113
Deputy and assistant principal
probation officers 13
Principal probation officers 39
T3)
Training is organised under the direction of the Probation 
Advisory and Training Board and consists of a university social 
science course, followed by several months* practical work;
(1) Criminal Justice Act, 1948 (11 & 12 Geo. 6. c. 58) 5th 
8. 3(5).
ibid, and Probation Rules, 1949, s. 48.
(3) Figures made available by courtesy of Home Office. The 
numbers include 15 temporary and 99 part-time staff.
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appropriate experience may take the place of the university 
diploma. Entrants to the service mus t be at least twenty- 
three years old. Appointment is in the hands of the 
probation committee but subject to the Home Secretary*s 
confirmation within twelve months; appointments to senior posts 
must be similarly approved.
Salaries ; Every probation conmittee must "pay to the
orobat ion officers appointed for their area such remuneration,
(1)
allowances and expenses as may be prescribed". The "pre­
scribing" is the job of the Home Secretary, though he does not 
act in dictatorial fashion, being advised by the Joint Negoti­
ating Committee for the Probation Service in England and Y/ales. 
This body was established in 1950, and is composed of represent' 
at ive 8 of local authority associations, the Magistrates 
Association, the Home Office and the National Association of 
Probation Officers.
TABLE 57
Salaries are shown on Table 37. Up to the end of 
November 1946 remuneration consisted of a basic scale plus war
(1) Criminal Justice Act, 1948, s. 3(1)(b). The expenditure 
incurred is met by the local authority, but qualifies for 
a 50 per cent Exchequer grant.
Table 37
- 3U0 -
mOBATION SERVICE
P r o b a t i o n  O f f i c e r s
(1)
(Men, England & Wales)
Salary Scale as from
K
1.12.1916 1.1.1951
£ p.a. £ p.a.
Probation- officer
Age 23 ' 305 327.10.0
~  2h 315 337.10.0
23 325 350. 0 .a
26 3hO 365. 0 .0
27 355 380. 0.0
28 370 395. 0.0
29  ^ 385 Lio. 0.0
30 and over Loo X  l5 - L6o L25 X  15. - L85
X  20 ™ 5 7 o X  20 - 590
Senior probation Î As for probation officer, plus allowance
officer of up to £50.(2)
Higher grades see text
,
(1) For additional allowance payable in London see text,
(2) increased from 1.3.19%.
- P  iTkt » hC C>nt n i  *1 ^3.5
* All salaries were increased as from 1.1.1922 and 16.9.1922, 
and have been further revised since.
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bonus; authority to pay the latter was permissive, but was 
acted upon all over the country. The bonus was merged with 
basic pay as from December 1946, v/hen a modest increase was 
granted and a London allov/ance instituted. The new minimum 
was linked to age 23, with weight for age up to 30; older 
entrants cannot start higher than at that point.
There was no change in remuneration until 1951. New
(1)
scales had been laid down in the Probation Rules 1950, but 
these were partly in the nature of a post-dated cheque, only 
one half of the proposed rise becoming payable in 1951. The 
1950 rates applied in full as from 1st January 1952, when the 
salary for a male officer (basic grade) became £350 at age 23, 
with a maximum of £610. This was hardly much of an improve­
ment over the 1946 level; hence a second increase was conceded 
- effective from 16th September 1952 - amounting to £65 per 
annum.
Senior probation officers receive the same salary as the 
bottom grade, plus an allowance of up to £50; as from March 
1952 this was raised to £75 or, in a probation area with a 
population of at least 175,000 and no principal officer, £100
(1) 8.1. 1950 No. 2136.
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a year. principal probation officers are employed only in
the larger areas where there is a substantial staff to be
supervised. There used to be no power on the part of the
central authority to prescribe remuneration for them; the Home
Office merely recommended figures, though local committees
almost invariably adopted these. The pay of most principal
officers during the period 1st December 1946 to 31st December
1950 was £625 x £20 - £725. There was also a series of higher
rates, the top scale being £900 x 30 to £1,125, applicable to
(1)
the principal probation officer in the London area.
During 1950 pov/er was given for principal officers* pay
to be formally prescribed by .the Home Secretary, and a number
(2)
of scales vras drawn up. These took effect from January 1952,
(3)
but the appearance of a fresh set of Probation Rules rendered 
them out of date within a few months. The position is that 
since March 1952 all principal posts are allocated to one of 
six groups. Those in the lowest (Berkshire, Dorset, Hull,
Gtc.) were given a salary of £750 x 30 - £870; those in group 
VI (Metropolitan police Court area) were put on a scale of 
£1,175 X 50 - £1,325 (excluding London a l l o w a n c e ^ T h e
(1) London allowance of £30 was payable in addition.
(2) During 1951 rates continued to be determined ad hoc.
3 S.I, 1952 No. 389.
\^ ) These scales were increased by £25 as from 16.9.1952.
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groups are largely based on population, though other factors - 
such as the incidence of crime - are taken into account. It 
will be seen that the method of remunerating the top of the 
profession has been considerably systematised.
Provincial differentiation; As mentioned, a London allow- 
ance of £30 per annum was introduced as from 1st December 1946. 
It is payable to all grades working in the City of London and 
Metropolitan Police District.
Sex differentiation; The total of 1,175 probation officers
(1)
at the end of February 1952 included 456 «were, women. Until 
they reach their maximum, those in the basic grade receive a 
salary which is a uniform £15 below that of their male opposite 
number, but the men* s scale is considerably longer, with a 
resultant widening of the differential later. Thus the 
January 1952 maximum of a woman was £500 or 82 per cent of 
the £610 payable to her male colleague; at the minimum of the 
scale the woman officer * s £335 constituted almost 96 per cent
of the man* s £350. Equal pay is now being introduced as in 
other sectors of the public service.
1) Including 17 senior, 2 assistant and 1 principal probation 
off icers.
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Conditions of service; No fixed hours are laid down for 
probation officers, the nature of their work making any hard and 
fast regulations impracticable. Annual leave is to be not 
less than 24 or more than 36 working days per annum. Travel­
ling expenses and subsistence allowances are payable on Civil
(1)
Service lines. As for superannuation, all probation officers
(2)
have since 1948 been brought within local government schemes.
(1) Probation Rules, 1949, ss. 64 and 67.
(2) See Probation Officers (Superannuation) Order, 1948 (S.I. 
1948 No. 1220).
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Chapter 8
THE POLICE
There are 126 separate police forces in England and Wales,
plus the Metropolitan and City of London forces. First in the
field was the Metropolitan Police, set up in 1829; boroughs
have been required to have a paid and permanent establishment
(1)
since 1835 and counties since 1856• The present number of 
police areas is the result of the Police Act, 1946, under which 
all non-county borough forces - with the exception of Cambridge 
- were abolished. However, forces still vary greatly in size.
The police authority in counties is the standing joint
committee and in a county borough the watch committee; in the
City of London it is the Common Council. The Metropolitan
Police is in a special position, being the direct responsibility
of the Home Secretary; it acts within a radius of about 15
(2)
miles from Charing Cross, except for the square mile or so 
constituting the City of London. Besides watching over the
(1) For a fuller note on early police history see e.g. 1.11.1945, 
H.C. Deb. 415, 646 and ff.
(2) The Metropolitan Police Area, newly defined in the 1946 Act, 
includes the counties of London and Middlesex, and parts of 
Kent, Surrey, Essex and Hertford.
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capital, it has certain national functions. A large measure
of control over the police system is exercised by the Home
Secretary. In part this is derived from specific powers
conferred by statute, in particular the Police Act of 1919;
in part it is exercised via the power of the purse, an
Exchequer grant of 50 per cent of approved local expenditure
(1)
being payable.
Numbers and ranks; On 30th September 1951 the "regular
police" in England and Wales numbered 62,629, the total
(2)
authorised establishment being 73,406. These figures do not
include civilian employees who perform much of headquarters
ancillary work, nor the few hundred odd First Police Reserve -
men who, in return for an annual retaining fee, hold themselves
ready to serve in time of war. Also excluded is the Special
Constabulary, maintained as a second line of reserve, though
special constables may be appointed "notwithstanding that a
tumult, riot, or felony'has not taken place or is not
(3)
Immediately apprehended". In September 1951 they numbered
(1) No grant is made to the River Tyne police; that to the City 
of London is less than 50^. The Metropolitan force 
receives a special subvention.. 
v2) Report of H.M. Inspectors of Constabulary for the year 
. , ended 50.9.1951 ( m S O  1952) pp. 32-3.
Ü.K.& 0. 1923 No. 905, s.l.
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67,137, of whom about one-third were regularly doing spare-time
(1)
duty. Special constables, it should be emphasised, are
unpaid volunteers; while they may be reimbursed for out-of-
pocket expenses and loss of earnings, they are not entitled to
(2)
any remuneration.
Certain police establishments are altogether outside the
scope of the 1919 statute: There are a number of dock police
forces such as those of the Port of London Authority and the
Southampton Harbour Board; the Admiralty, Air Ministry and
War Office each have their o m  constabulary; the British
Transport Commission, again, has its own force several thousand
strong. All these (and a few others) are quite independent;
the one "condition of service" they share with the "regulars"
is eligibility for the Police Long Service and Good Conduct
(3)
Medal.
We shall here deal only with the regular police. Its rank
structure, as well as numbers - authorised establishment, not
(4)
strength - on 30th September 1951 are set out below:
(j-) Aeport of H.M. Inspectors, op. cit. para. 24 and p. 33.
0. 1923 No. 905 {as amended), s.7. 
v3) See Cmd. 8270 (HMSO 1951). The question of "parity" of the 
British Transport police with the regular police was ..raised 
, . 4n the Commons on 21.4.1952 (H.C. Deb. 499, 177 and ff.). 
Report of H.M. Inspectors. op. cit. pp. 32-3.
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Constables 5 8 , 7 4 5 ^ )
Sergeants 10,231
Inspectors 2,847
Chief inspectors 665
Sup erint endent s 614
Chief superintendents 109
Assistant chief constables
Chief constables 1 4 4 (2 )
73, 406
Constables, sergeants, inspectors, superintendents and
chief constables are the basic grades; the others may be adopted
(3)
where necessary* In a few forces there survive a number of
obsolescent ranks such as acting sergeants and station
inspectors. The head of eôju provincial force# is the chief
constable; under him it is usually organised into divisions
under superintendents, sub-divisions under inspectors, and
sections under sergeants. The Metropolitan force is controlled
by the Commissioner of Police of the Metropolis, who has the
help of a deputy and four assistait commissioners. The
divisions here are grouped into districts, each under a
commander, assisted by a deputy - two ranks not known elsewhere.
(4)
The hierarchy lower down is also different.
(1) Including 33 acting sergeants.
(2) Including analogous ranks in the City of London and Metro­
politan forces.
3 Police Regulation^ 1952 (S.l. 1952 No. 1704) s.2.
'4) In the City of London ranks.are the same as in the provinces, 
apart from some, small differences 6^ nomenclature.
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Recruitment and training; The recruitment of regular
policemen ceased during the war; by the end of 1945 forces in
England and Wales were over 15,000 short of the pre-war
(1)
complement. In January 1946 the ban on resignations was 
lifted, resulting in the exodus of both auxiliaries and 
regulars, while the needs of the service made larger establish­
ments necessary. Though the intake of "new blood" was stepped 
up greatly, the post-war period witnessed serious losses by 
resignation of men who had not reached pensionable service.
It is this problem of recruitment and wastage which has be­
devilled the police service throughout recent years; we shall
certainly have to refer to it again when reviewing the history
(2)
of police rémunérâtion. The shortage, moreover, persists.
Would-be policemen must be of good character and satisfy
certain requirements as to height, fitness, nationality and
(3)
age; they must also pass an educational test. After appoint­
ment every recruit undergoes three months* training, on
completion of which he is posted to a station. For the remain- 
, (4)
uer of his first two years he is on probation.
(1) ^ p o r t  of the Committee on Police Conditions of Service
TOaksey Report j. Part Ï, Cmd. VG Y fl"mîS0^1949 ) par a . V .
' Report of H.M. Inspectors of Constabulary for the year
endecT ôUth September 1955 fHMSQ 1956) .
6 ^ 1 .  1704, op. cit. s. 5d(ii).
' which he receives further instruction and spends
snort periods with one or other of the specialised branches.
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Promotion: To be eligible for promotion, a constable must
normally have completed five years* service, including two on 
outside duty; he must not, in the i ^ e d i a t e  past, have had a 
punishment for a disciplinary offence and, finally, he has to 
pass certain examinations. The last two conditions apply 
equally before a sergeant qualifies for advancement; in addition 
he must have served as such for at least two years - one of 
them again "outside". The qualifying test covers both 
educational and police subjects, though success does not auto­
matically lead to advancement which depends on vacancies and
(3)
actual selection. High®^ posts are filled almost entirely 
by those who have worked their way up from below; the Metro­
politan scheme - which permitted direct entry at the inspector 
level after graduation from the Hendon Police College - was 
discontinued in 1939. Advancement beyond inspector is every­
where solely by selection, though courses of higher training 
are available.
The Oaksey Committee, in the course of an exhaustive 
examination of police conditions of service in 1948-9, dealt
(1) Other than a reprimand or caution.
(2) See S.l. 1952 No. 1707 (sched.) for details.
(3) The only exception is the Metropolitan Police where 
competitive examinations were re-introduced in 1947: see 
Home Office Memorandum of Evidence to the Committee on 
police Conditions of Service (liMhSU ±949) paras. xob-V.
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inter alia with rates of promotion; their findings - to some 
   (1)
of which only we shall refer - are of great interest. Their
survey showed that "sergeants and above" constituted a higher
(2)
proportion of police strengths than pre-war, i.e. 23 per cent
at the end of 1947 as against 18 in 1937. The percentage of
the more senior ranks - particularly that of superintendent -
was smaller in the large forces and in borough forces than
elsewhere, "inspectors and above" and superintendents being
(3)
fewest, relatively speaking, in the Metropolitan Police.
The enquiry revealed that of entrants joining the police 
in 1919-1921 who were still in the service after 24^ years, 33 
per cent had been promoted to sergeant or higher, 14 per cent 
to inspector or above and 2.1 per cent to superintendent. The 
possibility of advancement has, however, depended on passing 
the qualifying examinations. After 24^ years, 51 per cent 
had passed the tests rendering them eligible for holding 
sergeant rank; of these/ 65 per cent had been actually promoted. 
Similarly, three in every five qualified sergeants had become 
inspectors within the 2 4-^-y ear period.
/o\ details see Oaksey Report I, op. cit. Appx. II.
Only 20^ if establishment is taken as the basis; this.was 
also the proportion in 1951.
(3) The proportion of "sergeants and above" in the Metropolitan 
. Police was not lower than elsewhere. 
v4) Of those still in the service.
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The survey also showed that while a small number of the 
1919-1921 entrants were promoted to sergeant after 6 or 7 years* 
service, others had to wait 20 or longer, the average time 
spent as constable before advancement being 13.2 years. The 
rank of inspector was generally, reached after 15 to 20 years * 
employment. The analysis also brought to light significant 
variations in promotion rates as between different types of 
forces as well as in the proportion of men qualifying. An­
other interesting result was that prospects in the Metropolitan 
C.l.D. were considerably better than in its uniform branch;
94 per cent of C.l.D. men who joined in 1928-1931 and completed 
16i years* service had, at the end of that time, been promoted 
to sergeant, compared with 40 per cent for the uniform branch 
and C.l.D. combined. The Oaksey Committee summed up the 
results of their enquiry as showing that - for men who make 
the police their career - there were no grounds for the
assertion that opportunities were poor, though it was doubtful
(2)
whether the best men were promoted at an early enough stage.
Negotiating machinery; Section 4(1) of the Police Act, 1919 
provides that "it shall be lawful for the Secretary of State to
(1) According to the Report of H.M. Inspectors of Constabulary 
for 1953 (para. 23), qualifying examinations vary widely 
from force to force.
(2) Report of the Committee on Police Conditions of Service 
Toaksey Report) Part II, Cmd. 7851 (HlAo 1949) para. 395, x i .
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make regulations as to the government, mutual aid, pay, allow­
ances, clothing, expenses and conditions of service of the 
members of all police forces within England and Wales, and 
every police authority shall comply with the regulations so 
made". The question of negotiating machinery has been a 
difficult one. The position is that under the 1919 statute 
membership of an outside trade union is precluded; instead, a 
Police Federation is provided for, to which all those below 
the rank of superintendent automatically belong. Further, 
before issuing regulations, the Home Secretary is required to 
submit a draft to a council, consisting of representatives 
of the Federation, chief officers and police authorities and
to consider any representations that body may wish to make.
• ■ (1)
The Police Council has no executive power.
Investigating the matter - also raised In Parliament on 
numerous occasions - the Oaksey Committee made a number of 
detailed reconjmendatIons, the chief of iniilch was that a, 
negotiating body be set up, the unanimous agreements of which 
were to be binding on all parties. While some of the 
Committee’s findings attracted criticism, their main proposal
Oaksey Report II, op. clt. p. 61 and pp. and Home 
. Office Memoranduirl. op. clt. para. 31 and ff.
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(1)
has now been implemented; in September 1953 the formation of a
Vslhitley-type body was announced, to be known as the Police
Council for Great Britain. The Council consists of an
independent chairman, an official and a staff side; it has
appointed three panels to deal with (a) grades above chief
superintendent, (b) chief superintendents and superintendents
and (c) the "federated" ranks (inspectors, sergeants and
constables). If approved b y  the Secretaries of State, agree-
(2)
ment8 are implemented b y  statutory instrument. There is also 
provision for the appointment of three arbitrators to whom 
disputes can be referred.
Salaries
One of the cardinal features of tloe reconmendations of
the Desborough Committee, who had reported on the police after
the first world war, was that the pay of constables and
(3)
sergeants should be the same in all forces. Standardised 
scales were accordingly introduced in 1919, which remained
(1) The Oaksey proposals were first remitted to a committee for
further examination; see Report of the Committee of the
Police Council on Police Representative Organisations' and 
Negotiating MacHIriery' T h MSQ l9?2)''. The Report was not 
unanimous.
(2) Formally, proposals have first to be laid before the 
^ a t u t o r y  Police Councils (for England & Wales and for 
Scotland) which remain distinct from the new negotiating 
body. The Secretaries of State may reject or refer back 
^  agreement for further consideration.
' ' Oaksey Report IÎ, op. cit. para. 183.
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unaltered until 1931; in that year they were reduced for newly-
r e c r u i t e d  constables in view of the financial stringency of the
(1)
period. No other changes took place until 1945, though a 
war supplement - equivalent to the Civil Service v/ar bonus - 
and a small "war duty allowance" were paid during 1939-1945.
On 1st April 1945 revised salaries were introduced for the
two lowest grades; the review was later extended to all other
ranks. It consolidated the war supplement with basic pay and
(2)
gave some increases, but the representatives of the Police 
Federation were not satisfied and maintained a steady pressure 
for higher remuneration. Eventually, this led to a new settle­
ment operative from 6th November 1946 which, apart from 
improvements in salaries and service conditions, included an 
undertaking by  the central authority to appoint an independent 
committee to review the whole field of police conditions before 
the end of 1949. The Police Federation, on their part, agreed 
that the new standards àhould remain in force until 1st January
, (5)
1950.
(1) For details see Home Office Memorandum, op. cit. paras. 
50-59.------------ ---------------------------
(2) The war duty allowance continued to be paid until the end 
of 1945.
(3) Home Office Memorandum, op. cit. para. 55 and 6.11.1946, 
H.C. Deb. 428,
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Things worked out differently, however; long before the
three-year period had run its course the Police Federation
sought to re-open the question of pay. Then, in March 1948 -
in deference to views strongly expressed in the Police Council
(1)
and both Houses of Parliament - the Home Secretary announced
that the proposed review would be undertaken at once instead
(2)
of in a y e a r ’s time. The Oaksey Committee were thus appointed
"to consider in the light of the need for the recruitment 
.and retention of an adequate number of suitable men and 
women for the police forces of England, Wales and Scot­
land, and to report on pay, emoluments, allowances, 
pensions, promotion, methods of representation and 
negotiation and other conditions of service. ^(3;
and they presented their Report - vAich is in two parts - in 
April and October 1949.
The facts revealed were not very inspiring. As regards 
the key problem of manpower, the Oaksey Committee found that 
hy the end of 1948 the overall deficiency in police strength 
in England and Wales was 17.4 per cent. Even this figure 
was not a full measure of the seriousness of the problem, for 
it masked wide variations in different parts of the country.
(p See e.g. debate on 22.3.1948, E.G. Deb. 448, 2591 and f f . 
2 Ibid. col. 2654.
(3) Oaksey Report I, op. cit. p.l.
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Thus in the Metropolitan Force the deficiency was 21.6 per cent,
in. Manchester 20.6, in Birmingham 28.5 while Coventry was fully
45.1 per cent short of establishment. On the other hand,
Leeds had only'a.7.5 per cent deficiency and Cardiff one of
4.9 per cent. The surprising thing was that the rate of
recruitment, itself had been satisfactory since 1946; it was
the loss by resignation and retirement - particularly in the
middle years of service - that had caused the shortage to
(1) 
persist.
In commenting upon police duties, the Oaksey Committee
quoted from the Desborough Report. That Committee had been
"satisfied that a policeman has responsibilities and obligations
which are peculiar to his calling and distinguish him from other
public servants and municipal employes"; they considered the
police "entitled thereby to special consideration in regard to
their rate of pay and pensions". The Desborough Committee
had pointed out that "the burden of individual discretion and
responsibility placed upon a constable is much greater than
that of any other public servant of subordinate rank"; further, 
"the special temptations to which a constable is exposed are
obvious, and, as any lapse must be severely dealt with, it is
(1) ibid. paras. 12-13.
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only just that his remuneration should be such as will not
add to his temptations the difficulties and anxieties
incidental to an inadequate rate of pay". Oaksey agreed with
these observations: the policeman’s responsibilities were
essentially unchanged, though now exercised in a wider field
(1 )
and therefore more exacting than when Desborough reported.
The Committee did not find it easy to discover the 
cumulative value of the various factors in police remuneration. 
The m e n ’s representatives were inclined to base their claims 
upon pay alone and to underestimate the various subsidiary 
benefits. The police authorities and central departments, 
on the other hand, impressed-.upon them the importance of the 
"concealed" emoluments - such as free accommodation and a 
generous pension scheme - though they differed as to the precise 
value to be placed on these. Though Oaksey rejected pay as 
the only criterion bearing on the manpower problem, they were 
of the opinion that general comparisons with occupations in 
which conditions were in any way similar indicated that the 
police were underpaid; a substantial improvement was fully 
justified. The Committee therefore proposed increases for 
9-11 ranks ; for constables, sergeants and inspectors these
iol paras. 18-19.
ibid. paras. 17, 39 and 177(iv).
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(1)
were about 21s. a week; for the higher ranks the Committee
endorsed, broadly speaking, the recommendations of two Home
Office committees which had examined chief constables’ and
(2)
superintendents’ pay in 1947 and 1948. The Oaksey findings
were accepted by the Government and became operative from 1st
(3)
July 1949.
There was a "spurt" in recruiting as a result of the Oaksey 
improvements, but by the middle of 1951 most gains had been 
lost again. It was very much a case of ’history repeating 
itself’: the deficiency in the country as a whole was over
11,000. Meanwhile, a claim for revised pay had been sub­
mitted by the Police Federation but had resulted in deadlock; 
the m e n ’s representatives refused to accept the offer of £40 
made by the official side. Accordingly, third-party inter­
vention was necessary and in July 1951 the Home Secretary 
appointed Sir Malcolm Trustram Eve to settle the dispute.
(4) (5)
In his Report Sir Malcolm stated that wastage was once
(1) The exact amount varied between 17/2d. and 26/6d. according 
to the point reached on the scale.
(2) See p o s t .
(3) See sEat"ement on Pay and Conditions of Service of Police.
Cmd.~77'07 (n k o  1 9 4 5 ) . ----------------------------------- ----------------------------
14) Not published, but made available by courtesy of Home Office,
(5) Of 2,351 men who left before completing pensionable service 
in the year ended 31.5.1951, 1,072 did so to obtain better 
pay, 390 because of dislike of police duties, 346 for 
domestic reasons, 155 on grounds of ill-health, 196 were 
discharged and the remainder for miscellaneous reasons.
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again more serious than the recruitment position, that it was 
still essential to man up the country’s police forces, and that 
only an increase in salary would attract the necessary labour. 
Moreover, "the mere maintenance of the ’former relativity’ 
between other occupations and industries and the Police Forces 
will not achieve the desired result". In hard cash the 
Trustram Eve proposals were that the constable’s minimum should 
be raised by £70 - £30 more than the figure to which he would 
be entitled on "relativity" grounds; his maximum should be 
increased by £85. For a sergeant the rise at the maximum was 
£100, for an inspector £115, and for a chief inspector £130. 
Consequential Improvements - £150 per annum - were granted to 
the higher grades. The new-.rates became operative on 3rd
(1)
August 1951 and remained in force until the beginning of 1954.
To what extent has improved remuneration been able to deal 
with the manpower problem? The evidence is somewhat conflicting. 
Thus Oaksey stated that the higher salaries of November 1946 
ond the improved rent allowances of 1948 seem to have had no 
significant effect. H.M. Inspectors of Constabulary, on the
other hand, have pointed out that the main reason for the better
(2)
recruitment position in 1952 was the pay increase of August 1951.
increases became payable as from 14.1.1954.
' ) Though "the growing public recognition that the vocation of 
a constable offers scope to young men of character, fitness 
and education" was also a very valuable aid: Report of
H.M, Inspectors of Constabulary for the year ended 3 0 . ^ . 1 9 5 2 .  
(HMSO 1953) para. 11.
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AS indicated, throughout the post-war period the level of
police pay has been sufficient for a full complement in some
forces, while accompanied by serious deficiencies elsewhere;
though the manpower problem is shared by all the largest cities
in England, there is no clear-cut distinction between areas
( T )
that are urban and rural, industrial or otherwise. Part of
the answer may be - as pointed out by a correspondent in The
Times - that police forces are still very much individual units,
(2)
each with their distinctive appeal to the intending recruit.
Apart from this factor specifically affecting the local supply
of policemen, the general conditions of supply and demand in
different localities must clearly be of importance; the state
of the labour market in, say, Scotland on the one hand and the
metropolis on the other could account for the lesser acuteness
(3)
of the problem north of the border and its persistent intracta­
bility in the capital. It is no doubt also true that, at a 
time of full employment, material factors alone do not fully 
explain the reluctance to -undertake police duties. But per­
haps Lord Winter ton was hitting the nail on the head when he 
said - in initiating a debate in the Commons some years ago - 
that while the prestige attaching to police service remains.
(T) cf. Oaksey Report I, op. cit. para. 12.
v^ j See file Times (60.12.1953). It is there suggested that the 
high r eput at ion of a force due, say, to the outstanding 
Personality of a chief constable may be of importance.
' / end-1948 when the overall deficiency in England & Wales
was 17.4^ c, it was in Scotland.
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pay, pensions and conditions of service no longer enjoy their
(1)
former favourable priority over other occupations.
TABLE 38
Pre-1949 pay for the lower ranks was expressed in terms of
a weekly wage, but the Oaksey Committee felt that "it would be
more in keeping with the status of the police as a profession,
and with sums of these dimensions (i.e. their recommendations)
(2)
for constables and sergeants to be paid an annual salary ..."•
The pre-Oaksey scale for constables was £5.5.0 a week, rising 
by 3s. to £6.12.0, with two "additional increments" of 4s. at 
any time after 17 and 22 years’ employment. These long-service 
payments were first instituted in order that the large number 
of constables unable to earn promotion should retain their 
keenness. Nominally, they were payable at the chief constable’s 
discretion; in practice, they were nearly always granted - and 
at the earliest permissible stage.
The Oaksey recommendations shortened the first part of the 
constable’s scale, and substituted th^oe long-service payments 
Tor the former "additional increments" - to be granted after
(1) 22.3.1948, E.G. Deb. 448, 2593-4.
Oaksey Report I, op. cit. para. 39. To facilitate com-
, P r ison, Table 38 shows the 1946 rates also as £ p.a.
i3) A system of "special increments" - an acceleration by up
. to two points on the constable scale for those satisfying 
certain conditions - was also abolished in 1949.
Table 38
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P O L I C E
(1 )
(ifen, England & Wales)
S a 1 a r y S c a l e  ai3 f r o m
6 .II.I9U6 I.7.I9U9
K
3 .8.1951
£ p. a. £ p. a. £ p.a.
Constable
On appointment 273.87 330 Uoo
After 2 years’ serviœ 261.70 3iiO 1:10
» 3 M tl 289.52 350 1:20
H H U 297.35 360 U30
u 5 H n 305.17 370 kho
n 6 " « 313.00 380 1:50
n Y ” n 320.82 390 1:60
» 8 u II 
H p n i\ 
U 10 M II
328.65 
336.U7 
3ià.30 ÜOO 1:70
u 15 tl II 351.73(2) UlO 1:80
tl 22 " Il 365.17 U20 1:90
Il 25 II I 505
Sergeant
On promotion 3 9 1.25, hk$ 51:0
After 1 year’s service 399.07 U55 550
" 2 years’ ” U06.90 165 560
Il 3 tl II t).lU.72 1:75 570
Il I4. Il II 122.55 L85 585
Il 5 II II U30.37 1
Table 38 (contd.)
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Inspector 
Chief inspector
Superintendent, 
class 11(3 )
Superintendent, 
class 1 (3 )
Chief superintendent
fe . II. h H
i: e-'^
1:75 X 10 - 5l5
550 X 10 - 590
550 X 15 - 610
585 X n i-655
6l5 X 20 - 695
660 X 25 - 760
615 X 20 - 695
770 X 25 - 876,, ^
800 X 25 - 87 5(b)
1.7.
i
530 X 15 - 575 
605 X 20 - 6U5
3 . f.'TSl*"
700 X 25 - 750
800 X 25 - 850
900 X 25 - 950
r*
61:5 X i5 - 690 
, 735 X 20 - 775
850 X 25 - 900
950 X 25 -1,000
1,050 X 25 -1,100
(1) For additional London allowance, payable since 1.7.19U9,/see text.
(2) Payable after 17 (not l5) years' service.
(3) The division into class I and II dates from 19k9.
(4) There were alternative scales in a few forces.
* As from lh.l.l95L these rates were increased by £U5 for constables,
£50 for sergeants and £55 for the higher grades; they have been
further revised since.
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10, 15 and. 22 years’ employment respectively. The Trustram 
Eve Award added a fourth, payable after 25 years as a constable. 
These increments are now payable automatically and can be with­
held only - like the ordinary annual increases - as a punish­
ment under the discipline code. The pre-1949 sergeant minimum 
was £7.10.0 a week, rising by 3s. to £8.5.0; the scale, as 
shown, has been shortened by one step. As regards inspectors 
and chief inspectors, the salaries shown on Table 38 constitute 
the first set of national standard rates.
Supe r int endents
For superintendents there was neither standardisation of
duties nor of remuneration until after the second world war %
there existed a series of scales depending on the type and size
(1)
of police force. A thoroughgoing examination of commands 
was instituted in 1947 by the Police Post-War Committee, lAhich 
found that the system was full of anomalies ; a superintendent 
in charge of a small division, for instance, might be receiving 
one of the higher scales because a member of a large force, 
while one responsible for a much larger division was on a
n (2)
•i-ower rate because he belonged to a small establishment. The
(1) For details see Report of the Committee on Superintendents’ 
, (Home Office Mémorandum, op. cit. Appx. .
ibid. para. 14. '
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Committee came out in favour of rationalisation; as a result, 
grading is now on the basis of divisional strength as follows:
Divisional establishment Grade of post
County forces Borough forces
40 - 80 less than 150 superintendent class II
81 - 150 151 - 300 superintendent class I
over 150 over 300 chief superintendent .
The question of remuneration was entrusted to a separate
Committee on Superintendents’ Pay, who were "impressed ••• by
the contention that superintendents’ responsibilities have not
been properly evaluated in terms of p a y  for some considerable
(1)
time" and that salaries were inadequate in comparison with 
others in the police hierarchy. Their recommendations, pub­
lished in 1948, were accepted by the Government, but their 
introduction was deferred upon the issue of the V'Jhite Paper on 
Personal Incomes; the scales operative since the end of 1946 
accordingly remained in force.
When the Oaksey Committee came to review the matter, the 
superintendents’ representatives claimed that the 1948 proposals 
were related to those then current for the lower ranks; any 
increases which Oaksey might put forward for the latter should
(i) ibid. para. 24.
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be reflected in a commensurate improvement of the 1948 recom­
mendations. However, Oaksey did not consider themselves bound
in this way, and decided that, apart from some minor adjustments,
(1)
the 1948 rates should stand. Following the Trustram Eve
award, the salaries of all superintendents were raised by £150
(2) . , 
per annum, these 1951 scales remaining in operation until the
beginning of 1954.
Chief Constables
Chief constables are appointed by the standing joint
committee or watch committee; the Home Secretary’s approval
must be obtained in each case. No person without previous
police experience is to be selected "unless he possesses some
exceptional qualification or experience which specially fits
him for the post, or there is no candidate from the police
(3)
service #io is considered sufficiently well qualified". 
Appointments from outside the service, though common at one
'  ( 4 ) '
time, are not now frequent.
(1) Oaksey Report I, op. cit. para. 50.
(2) At first an "interim" increase of £130 was decided on; 
subsequently,this was raised to £150.
3 a.i. 1952 No. 1704, s.6.
cf. Home Office Memorandum op. cit. para. 161 and Oaksey 
Report II, op. b i t V  para." 232.
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The remuneration of chief and assistant chief constables
was referred to a second Home Office Committee, appointed in
1947, "to consider and submit proposals for the rationalisation
(1)
and reduction of the present unduly high number of scales •••"• 
Their opinion was that some simple basis for assessing chiefs’ 
responsibilities should be adopted; after considering possible 
criteria such as population or incidence of crime, they con­
cluded that the authorised establishment of a force would be
(2)
the best index. The Committee also gave some thought to
whether remuneration could be assessed by reference to that in
other professions, but felt that there was no occupation with
which comparisons could usefully be made. Improved salaries
for both chief constables and their assistants were put forward,
which took account of the fact that a chief officer receives a
free house or allowance in lieu, as well as the Committee’s
own recommendation that certain subsidiary sources of income
(3)
should be given up.
TABIE 39
(1) Report of a Committee on the Pay of Chief Constables in 
■hihjVland ana j»aTës i ho tie bilice Memorandum. op’I cit. À p p x .
V T P r e a m b l ë : ---- --------------------------------
\^} ibid. paras. 10-13 for details.
13) ibid. para. 18.
Table 39
-  3 6 8  -
POLICE
Chief and Assistant Chief Constables
(England & Wales, excl. London)
Assistant chief constable 
Strength of force
loi - 600
601 - 800
801 -  1,200 
1,201 - 1,600 
1,601 - 2,500
Over 2,500
Chief constable 
Strength of force
Salary Scale as from
I.7.I9I9
£ p • a*
i,o5o X 50 
1,100 X 50
1,200 X 5o 
1,350 X 5o 
i,l5o X 50 
1,570 X 60
1,200
1,250
1,350
1,500
1,600
1,750
Under Uo 700 X 5o - 850
lil - 7l. 850 X 5o - 1,000
75 - 125 1,050 X 5o - 1,200
126 - 200 1,200 X 5o - 1,350
201 - 300 1,350 X 50 - 1,500
301 - loo 1,150 X 50 - 1,600
loi - 600 1,570 X 60 - 1,750
601 - 800 1,690 X  70 - 1,900
801 - 1,200 1,890 X  70 - 2,100
1,201 - l,6oo 2,300
1,601 - 2,500 2,500
Ov-f' 1,100
3.8.1951
p.a,
*
1,200 X  50
1,250 X  50 
1,350 X  50
1,500 X 5o 
1,600 X 50 
1,720 X 60
1,350
i,Uoo
1,500
1,650
1,750
1,900
850
1,000
1,200
1,350
1,500
1,600
1,720
l,8l0
2,0U0
X 50 - 1,000 
X 50 - 1,150 
- 1,350X 50 
X 50
X  50 
X  50
X  60
X  70 -
1,500
1,650
1,750
1,900
2,050
X  70 - 2,250
2,U50 
2,650
* These salaries were increased as from 11.1.1951 and have been further 
revised since.
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The Committee ’ 8 proposals were accepted by the Government, 
but here again implementation was postponed on "ytfhite Paper" 
grounds. They were not therefore in operation when the Oaksey 
Committee reported, but the latter endorsed the earlier 
Committee’s figures, apart from minor points of detail. As 
for assistant chief constables, their salaries are fixed at 
about two-thirds of those of their chief. The 1949 scales - 
much shorter than their predecessor - are shown on Table 39. 
They were increased by £150 per annum in August 1951 and 
further revised early in 1954.
I ■
In each force in England and Wales the officer next in
rank to the chief constable is appointed as his deputy. If
he is below assistant chief level, he receives an allowance of
(1)
£60 or £90 a year, depending on the size of the establishment.
Ynhere there is an assistant chief constable, the latter acts
(2)
as deputy without extra payment.
We may here mention the remuneration attaching to a number 
of special posts in the police world. The directors of the 
various forensic science laboratories (other than the metro- 
Politan) have a scale (1951) of £1,850 x £100 - £2,125; the
(1) Since 1.4.1952.
Unless there is more than one, in which case the one 
deputising for the chief officer receives an additional 
£100.
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commandant of the national Police College is paid £1,720-£1,900
The salary of H.M. inspectors of constabulary is £2,000 per
(1) 
annum.
Detectives
Every police force has a criminal investigation department, 
specially concerned with the investigation of crime. There 
are two main classes of detectives : those engaged on outside
duty - the detectives proper - and the indoor staff. "Outside" 
detectives - the majority - go about in plain clothes and more 
or less decide for themselves how they will set about their 
tasks. Indoor C.I.D. men are engaged on office work and 
administration or are specialists in the adjuncts of criminal 
investigation; they work under supervision to a much greater 
extent than their outdoor colleagues.
At one time detectives in the Metropolitan and Liverpool 
City Police received higher salaries than corresponding grades 
in the uniform branch, and it has long been a subject for 
debate whether detectives, rank for rank, are "worth" more 
than other policemen. In general, a detective’s promotion
(1) These rates were increased by the Civil Service pay
addition in January 1952.
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(1)
prospects are better, his work is more varied and commands more
prestige; on the other hand, he has many unpleasant tasks and
his hours are long and irregular. The Home Office view was -
although apparently based on purely prudential grounds - that
whatever extra payments were made to detectives, these should
not indicate recognition of extra responsibility or a higher
standard of trust; "It might well give rise to serious
difficulties if transfer to the uniform branch both involved a
monetary loss and also implied allocation to an inferior form
(2 ) 
of duty".
At the time of the Oaksey Report the position was that all 
detectives were entitled to reclaim any incidental expenses 
incurred; they were also paid an allowance which varied both 
with rank and according to whether they were on outside or
. . (3)
inside work. These additions had been improved shortly before 
the Committee’s appointment to meet the considerable dissatis­
faction then existing in the C.I.D. world; they were introduced 
as a temporary measure, subject to such recommendations as 
Oaksey might m a k e . Neither class was entitled to payment for
overtime.
(1) cf. p. 352 ante.
^f* Home Office Memoryidum, op. cit. para. 129.
13; For ïiiose on outside Hut y the allowance was 25s. a week 
(superintendents and inspectors) and 20s. (sergeants and 
constables); the rates for indoor staff were 15s, and 12s.6d^ 
respectively.
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The Oaksey Committee proposed that the former detective 
allowance should be superseded by a new commuted overtime pay­
ment, to be known as a "detective duty allowance"; this should 
accrue to all outside staff, "but apart from this, overtime 
should not be paid for. Further, outside C.I.D. men should 
receive a "detective expenses allowance" of 10s. a week to 
compensate them for their numerous incidental outgoings; they 
should also be entitled to a refund of any items of expendi­
ture of 2s.6d. or more. These recommendations were accepted, 
the detective duty allowance being fixed, as from 31.12.1951,
at £36 for constables, £43 for sergeants and £50 for inspectors
(1)
and chief inspectors. Superintendents do not qualify. As
regards indoor personnel, these are now treated like members of
the uniform branch; they are eligible for ordinary overtime
(2)
payments, but not for the detective addition. The request 
for a special skill differential, incidentally, has not been 
conceded.
Sex D if fe re n t ia t io n
Every force has an official complement of policewomen,
though the number serving on 30th September 1951 was only
(3)
1>428 out of the 62,629 for England and Wales as a whole.
(1) The allowances were increased in January 1954.
Outgoings a c tu a lly  incurred  may be claim ed.
of H.M. Inspectors of Constabulary for 1951, op. cit. 
P* 33. The total authori¥ed establishment was 1,809.
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In law they have the same powers as their male colleagues, 
though chiefly engaged on work connected with women and 
children. A permanent pay scale for women constables was not 
fixed by regulation until 1933; salaries for women sergeants 
were first so prescribed in 1945.
The pay of a woman constable introduced in August 1951 was
£355-£455; that for a provincial chief inspector £625-£660.
The precise relationship between the scales for the two sexes
ranged from 90 to 85 per cent, the larger differential applying
to the inspector grades. The reason for this widening higher
up the ladder was not clear ; women inspectors were therefore
(1)
given a special boost in 1953, making for a uniform 9:10 ratio 
throughout the service. Women detectives receive a smaller 
allowance than their male colleagues, but the various additions 
- such as for boots or "plain clothes" - are the same as for 
men. No arrangements have been made for the introduction of 
equal pay.
Provincial D if fe r e n t ia t io n
(2)
There was no formal London weighting in the police service
See S.I. 1953 No. 893.
' ' Rent allowances in the capital have, however, been higher 
throughout ; see p o s t .
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until July 1949 when an allowance of £10 a year became payable
to all constables and sergeants in the Metropolitan and City
forces. In his Report for 1952 the Commissioner of Police of
the Metropolis stated that this figure was wholly inadequate to
(1)
meet higher living costs in the capital; however, the allowance 
was increased to £20 in January 1954,
While for grades up to (station) sergeant basic pay in 
London is the same as in the rest of the country, this is not 
true of the higher ranks. Moreover, the metropolitan hier­
archy has been subjected to several bouts of reclassification; 
a similar metropolitan title does not necessarily imply duties 
analogous to those of a provincial post of like designation.
The rate laid down for metropolitan inspectors as from 3rd 
August 1951 was £675-£720 a year; for chief inspectors £850-
£900; for superindendents the scale was £950-£l,000 per annum
(2)
and for chief superintendents £1,150-£1,250. Deputy
commanders received £1,350-£l,500; commanders £l,720-£l,900;
assistant commissioners £2,450 and the deputy commissioner
£2,750. At the apex of the pyramid is the Commissioner of
the Metropolitan Police, whose official remuneration was fixed
at £4,500 in 1951. The salary of the Commissioner of the City
(3)
ot London force was then £2,750 per annum.
(1) Gmd. 8944, op. cit. p. 8.
A number of these grades were newly defined, with con-
/?\ sequential changes in pay, at the beginning of 1954. 
w) Subsequently ra is e d  to  £3,000.
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quarters and Rent Allowances
Official regulations require that each member of a police
force shall be provided with a house or quarters free of rent
(1)
and rates, or be paid an allowance instead. For married men
the latter is of the "maximum limit" type, i.e. the amount
(2) .
actually spent on rent and rates is reimbursed, subject to an 
upper limit varying according to force and rank. Single men 
and policewomen receive a flat-rate sum, equal to half the 
r eleV ant "1imit" •
The maximum rent allowance forconstables in the Metro­
politan force was fixed at 35s. weekly in 1948, for sergeants 
at 37s. and for inspectors at 40s. For superintendents and
(3)
commanders the figures were £120 and £150 a year, respectively.
The pattern is similar in provincial forces, though all the
maxima are lower; in a large county, for instance, a constable
was paid 30s. Any income tax due to quarters being received
^in cash" rather than in kind is refunded in the shape of a 
A "
compensatory grant"; so is the tax on the grant itself.
(1) For detailed provisions see S.I. 1952 No. 1704, s.28.
(2) For unfurnished accommodation.
(3) The rates quoted had not been revised by August 1954; this 
does not mean that allowances to individuals have not been
, increased.
v4J There is  also a temporary scheme o f supplementary re n t  
allowances, payable to  men compelled to  l iv e  apart from  
th e ir  fa m ilie s  because o f the housing shortage.
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The Oaksey Committee found that the then level of rent
allowances permitted all but an insignifleant minority of
constables and sergeants to recover all their outgoings in that
respect. The Committee gave some thought to the question of
whether these payments should be consolidated with basic 
salaries but, on reflection, rejected the idea, inter alia 
because it would require a very considerable degree of pro­
vincial differentiation if real incomes in the different forces 
were to be kept equal. However, they emphasised that the pro­
vision of free quarters was a substantial addition to emoluments
- a fact which did not seem to be sufficiently appreciated by
(1)
policemen or the public.
Hours and Overtime
In theory, a policeman’s whole time is at the disposal of
the service, except that those below the rank of superintendent
are entitled to one d a y ’s rest in every seven under the Police
(Weekly Rest-Day) Act of 1910. The normal "shift" for grades
(2)
up to chief inspector is eight hours gross per day or night,
(1) Oaksey Report I, op. cit. paras. 31 and 96.
(2) For women wholly/mainly on patrol duty, hours may be 7 or
The working week of all officers below the rank of 
superintendent was reduced from 48 to 44 as from 5.9.1955.
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plus any time occupied in reporting before a tour of duty.
For each 45 minutes of overtime constables and sergeants 
are given one hour off in compensation; if this is not practic­
able, payment is made at (since 31.12.1951) 4/lOd. an hour for
(1)
constables and 5/8d. for sergeants - a much more generous rate 
than before the war. Inspectors qualify for time off but may 
not be paid. Work on the weekly rest day or on public holidays 
is likewise dealt with by  time off - in this case at time-and-a- 
half for those below superintendent, and at plain time for the 
higher grades. The lower ranks may again receive payment in 
lieu.
Instead of overtime, an allowance may be granted for re­
curring escort duty or other specific tasks involving frequent 
retention beyond the normal. The addition is "of such amount 
and paid under such conditions as may be approved b y  the
(2)
Secretary of State on the recommendation of the police authoritÿ%
Extra-Duty Allowance
Under legislation going back to the 19th century, the 
police in England and Wales must perform any duties "connected 
with the police". The Oaksey Committee found that the latter
n) increased as from 14.1.1954. 
&.I. 1952 No. 1704, s.41.
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were responsible for a large and heterogeneous collection of 
tasks, the majority of which seemed irrelevant’to police 
functions; they also considered it undesirable that remunera-
(T)
tion was being received from more than one source. Similar
views were expressed by the committees on chief constables’
and superintendents’ pay, though a later report, specifically
investigating the matter, stated that time spent on extraneous
(2)
duties was in fact small.
Current regulations provide that policemen below super­
intendent level who undertake inspection work under, for 
example, the Pood and Drugs or Shops Acts, may receive an 
"extra duty allowance" if "either regularly or on recurring
occasions a material addition to normal hours of duty" is
(3 )
involved. No payment other than for ordinary overtime is to
be made for certain other tasks such as the enforcement of
borough byelaws, or where an officer is engaged at the request
of some private body - say, the organisers of race meetings -
I ( 4)
who have agreed to pay the police authority. The regulations
(1) See Oaksey Report I, op. cit. paras. 100-102 for details. 
v2j Rpport 01 une uommittee on Police Extraneous Duties (HîvîSO
,  ^ TUSl^-paha. 17.--------------------------------------------------------------------
3) S.I. 1952 No. 1704, s.39.
(4) ibid. s.42.
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also stipulate a number of functions which the police shall not
perform; these include the collection of moneys due under
affiliation and maintenance orders or duties of Mayor’s
(1)
attendant or town crier.
Clothing and Footwear
Every member of a police force is entitled to free uniform
and footwear'. These are usually supplied in kind to the
lower ranks; the more senior grades mostly provide their own
and are paid an allowance, vhich varies somewhat from force to
force. As regards boots, the normal practice is to pay a
cash addition - fixed at 3s. a week at the end of 1951.
Detectives and others who do' not wear uniform receive a "plain
clothes" allowance, amounting to 10s. a week for constables,
11s. for sergeants, £32 a year for inspectors and £35 for super-
(2)
int endents . These figures may be varied in special cases.
Miscellaneous Allowances
Chief and assistant chief constables and, in some forces, 
superintendents whose duties involve considerable travelling
(1) A policeman lent in aid of another force, involving his 
sleeping away from home, used to qualify for a "detachment 
^i^ty allowance", but this was abolished in 1949.
(2) These amounts were introduced in 1948 and had not been 
revised by the end of 1952.
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are either provided with a police car, or receive a cash 
allowance for the use of a private vehicle. Other ranks may /
likewise be authorised to use a private car. Payment may also
be made for the use of bicycles, typewriters and lamps, where
these are not supplied by the police authority. These
additions are all fixed locally, and though subject to central
(1)
approval, a good deal of discretion is allowed.
There are detailed provisions regarding refreshment, sub­
sistence and lodging allowances, transfer and removal expenses, 
and so on. However, the overall rule is that, apart from
those actually prescribed, no allowances may be paid without
(2)
Home Office approval.
Annual Leave
Annual leave with full pay is granted on the following 
scale :
Number of days 
p • a .
Constables 18, .
Sergeants
Inspectors 24^^'
Chief inspectors 27
All higher grades not less than 42
after 10 years in rank ** " " 48
(1) A payment may also be made to those qualified as shorthand 
writers.
; 8.1. 1952 No. 1704, s.27.
\o) 22 for metropolitan station and first-class (C.I.D.) 
sergeants.
25 for metropolitan station inspectors.
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The above leave schedules were introduced in 1945, representing 
an improvement of six days over those in force since 1920. 
Public holidays are granted in addition - also a recent 
innovation. Superintendents and all higher grades qualify 
for an extra 1^ days* leave each month.
Discipline
A policeman is a member., of a discipline d force and is
bound by special regulations : for example, his wife may not
keep a shop in the area of her husband*s employment. He is
(1)
also subject to what is k n o m  as the "discipline code", among
the punishments that may be imposed under the latter being a
reduction in rank, a reduction in the accused* s rate of pay or
(2)
a fine. Where a policeman is relieved from duty pending 
proceedings, a "suspension allowance" is paid. Special pro­
visions apply to chief constables.
. (3) '
Sup er annuat ion
After 25 years* employment a policeman is entitled to retire 
on a pension equal to half his salary during the last three
(1) See the Police (Discipline) Regulations, 1952 (8.1. 1952 
No. 1705) 1st sched.
2 ibid. 88. 12 and 14.
wj For the regulations in full see 8.1. 1949 No. 1241 plus 
amendments. For a concise summary, see Hals bury* s 
Statutory Instruments. Vol. 17, p. 171.
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years of service. The pension increases for each additional
six months* work; after thirty years it amounts to two-thirds
of remuneration - the maximum that can be earned. There are
special regulations for those retiring on medical grounds or
incapacitated while on duty; there are special provisions also
for widows and children. The contribution payable (male
(1) .
officers) is 5 per cent of p a y  less Is.2d. a week.
Police officers have a short career - the official retire­
ment age for the lower ranks is 55 and about ninety per cent
(2)
of ordinary retirements take place betv/een 47 and 53. They 
are thus usually able to find work for another ten or fifteen 
years. Policemen contribute only a small proportion - estim­
ated at one-fifth - of the cost of their superannuation scheme.
The Oaksey Committee pointed out that of any given sum that 
might be devoted to improving police remuneration, a large pro­
portion was absorbed by pensions : the then annual cost of the
latter was estimated to exceed £mlO, while pay was estimated to 
cost between £m25 and £m26 • The Committee were informed by 
the Government Actuary that the real value of benefits was
(1) The abatement of Is.2d. is to compensate for certain re­
ductions in police pensions on qualifying for the ordinary 
(o\ lonal insurance benefits.
^aksey Report I, op. cit. para. 120.
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(1)
about 25 per cent of pay; it was this figure that the Home
Office used in estimating total police income. Oaksey felt
that "a disproportionate part of the policeman*s remuneration
is reserved for his retirement", though on administrative
grounds and in the circumstances in which they were appointed,
(2)
decided not to recommend a reduction* However, all their
proporals on salaries were "conditioned by the realisation
that the police have more generous retirement pension rights
(3)
than most, if not all, other .members of the community".
(1) i.e. that was the rate of contribution, expressed as a 
percentage of salary, which would have to be paid into a 
fund, invested to earn interest at 3^ throughout service, 
in order to provide for all the benefits under the scheme.
12) Though they suggested various minor modifications.
Qa.ksey Report I, op. cit. paras. 32 and 118.
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Chapter 9
THE FIRE SERVICE
Prior to the passing of the Fire Brigades Act of 1938, 
there was no general enactment rendering compulsory the pro­
vision of fire services. Though local authorities had the
power to provide these, they were not, except for the London
(1)
County Council, compelled to do so. In 1941 all brigades 
were nationalised, being merged into a unified National Fire 
Service, local control not being restored until 1st April 1948.
(2)
Under the Fire Service Act, 1947 - nov/ the main statute in
the field - county and county borough councils are the "fire
authorities", to the exclusion of county districts and the
village brigade. The number of such authorities - and hence
brigades - in England and Wales is 135, as compared with some
(3)
1,440 before the war. Provision is made in the 1947 
legislation regarding the general administration of the service, 
the Home Secretary exercising a very considerable measure of 
central control. Every fire authority is entitled to an 
Exchequer subvention equal to 25 per cent of net approved
expenditure.
(1) For a brief historical account see Fourth Report from the 
Select Committee on Estimates, Session 1953-54, "The Fire 
"^r Vic es" (HMSO 1954) p . 2.
|2) 10 and 11 Geo. 6. c. 41.
(3) cf. 27.3.1947, E.G. Deb. 435, 1425.
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Staffs 2 The total authorised establishment of fire
brigades in England and Wales on 31st December 1951 was 20,029;
the additional establishment for ambulance duties - in a few
areas firemen man ambulances as well as their own appliances -
was 514. Those actually serving numbered 19,296. The part-
(1)
time establishments was 19,569 and the total employed 15,297. 
Excluded from these figures is the Auxiliary Pire Service, 
which was re-formed in 1949 as part of the country* s civil 
defence machinery. It is now a specific duty of authorities 
to enrol auxiliaries, the A.P.S. consisting of part-time vol­
unteers, unpaid apart from the re-imbursement of expenses. 
Likewise excluded from the statistics are brigades maintained 
by a number of Government departments, by British Railways and 
other public corporations and by various private industrial 
concerns.
Regulations stipulate that every brigade shall be organised
under its chief officer in ranks, and that these "shall be
such of those set out below ... as the fire authority consider
(2)
necessary in the circumstances of the brigade":
Report of H.M. Chief Inspector of Fire Services for the 
, jear 1951. Cmd. 86È2 ( E m o  1052 )~par as~/ 4-7 and onl 14-18. 
12) Fire Services (Ranks and Conditions of Service) Regulations, 
1948 (S.I. 1948 No. 546) s.l. The ranks are there set 
out in order of superiority.
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Numbers (authorised establishment) 
as at' '3Ï. 12.1051(1)
(Men, whole-time)
Firemen 14,887
Leading firemen 1,787
Sub-officers 1,663
Station officers 1,081
Assistant divisional officers 219
Divisional officers. grade III 97
Divisional officers. grade II 105
Divisional officers. grade I, 37
Assistant chief officers 18
Chief officers 134
20,028
The rank structure shown is the same as that obtaining in 
the wartime N.P.S., apart from changes inherent in a return to 
local administration, such as the creation of brigade chief 
officer posts. At the time of the transfer back to local 
control, the Pire Brigades Union - who represent the bulk of 
the rank-and-file - had aimed at a reduction in the number of 
ranks, in particular at the elimination of the leading fireman 
grade, but the authorities did not meet them in the matter.
Most of the grades have however been re-christened.
(1) Data made available by courtesy of Home Office. The figures 
include the additional establishment (514) for ambulance 
work but exclude the authorised establishment (515) for 
women.
(2) cf, Home Office, Interim Report of the Committee on the 
Transfer of Members of the National Fire Service to Fire
lgâde‘s~~(Ën\.(^ SO 19'47) Appx. ë. See also Fire Brigades 
-Union, Annual Report 1948, p . 224 and p p . .
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The 1947 discussions revealed some difference of opinion 
as to whether the responsibilities of the various ranks should 
be measured in terms of the work devolving on a fire station or, 
alternatively, the number of appliances stationed there. It
was finally agreed that the latter should be the criterion.
The officer responsible for a division with fewer than ten 
appliances - each scheduled for a crew of five - v/ould normally 
be a grade 3 divisional officer; in a division in a high-risk 
area with eighteen or more appliances, a divisional officer 
grade I would have control. The charge of a station - or a 
group, in low-risk areas - falls to the station officer. Each
of these grades may also hold other appointments, such as a
staff or specialist post at brigade headquarters.
(1)
Appointment and promotion; Candidates to the basic grade 
must be British, of good character, between the ages of 19 
(formerly 20) and 30, and meet various requirements as to 
health and physique : they must, for example, satisfy the
brigade’s chief officer of their ability "to carry a man weigh­
ing between ten and twelve stone a distance of one hundred 
yards in a time not exceeding sixty seconds". They must also 
have passed such examination in educational subjects as may be 
stipulated by the authority. Recruits undergo a period of 
training of from two to three months.
(1) For details see S.l. 1950 No. 619 and S.l. 1952 No. 1422.
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Appointment to the higher grades is invariably by pro­
motion. To become a leading fireman a candidate must pass an 
educational test, as well as an oral and practical one to 
demonstrate his knowledge of standard equipment, watch room 
work and so forth; the examination for advancement to sub- 
officer and station officer is technical and practical only.
In addition, a would-be leading fireman must have performed at 
least two years* operational service, a sub-officer four, and 
a station officer not less than five years. Here again the 
passing of tests merely qualifies for, but does not guarantee, 
promotion, which depends on actual selection. Advancement 
beyond station officer level is solely by selection, station 
officers being the source from which the whole country’s senior 
fire staff is recruited.
Negotiating machinery; Under section 17 of the Pire 
Services Act, 1947 - the 1938 legislation did not deal with 
the subject - the Secretary of State is empowered to make 
regulations as to the conditions of service of members of fire 
brigades. The section further provides that where he is 
satisfied that proper arrangements are in force for the con­
sideration of these questions, he may give effect to any re­
commendations so made; in fact, where appropriate machinery 
exists, the Home Secretary cannot issue regulations without 
first referring his proposals to it. There are now two bodies
officially recognised as "proper arrangements". The National
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Joint Council for Local Authorities* Fire Brigades in Great
(1)
Britain covers all members of brigades except chief officers
and firemasters, the pay of officers on the one hand, and the
lower ranks on the other, being dealt with b y separate standing
(2)
committees. Their proposals are considered by the Home 
Secretary and, if approved, are promulgated by statutory 
instrument; as in the police, statutory sanction is required for 
any settlement to become operative. Differences are to be 
referred to the Minister of Labour for submission to arbitration 
- a clause of which ample use has been made.
Chief officers are dealt with by a separate body - the 
National Joint Council for Chief Officers of Local Authorities* 
Fire Brigades in Great Britain. There is, in addition, a 
Central Fire Brigades Advisory Council, which advises the Home 
Secretary on such matters as methods of appointment, qualifica­
tions and promotion procedure.
Salaries
The fireman*8 pay history is a somewhat complicated affair;
1) Maintained in pursuance of the 1947 Act.
 ^ ^ third committee considers common issues such as discipline
and appeals. For details of the Council’s constitution 
Ministry of Labour Gazette (March 1952).
— 39 0 •"
I
we can no more than attempt to unravel its main strands.
Prior to the setting up of the National Fire Service, terms of 
employment were fixed independently by each brigade; there was 
no such thing as a national system of remuneration. With the 
formation of the N.P.S. in 1941, a new grading system as well 
as a considerable standardisation of service conditions were 
introduced. To be precise, a rate of pay was adopted which was 
the same as that applicable in the civil defence field (in­
cluding the auxiliary police); ex-regular firemen, however,
many of #iom had in the past been paid on, or by analogy with,
(1)
"regular" police scales, continued to enjoy these. Regular
firemen i.e. continued to be remunerated on the regular police,
(2)
rather than the N.F.S./civil defence/auxiliary police, standard
Here we must digress and add some explanation regarding the 
relationship between fire brigade and police pay; it is this 
issue which has been the "leitmotif" in the firemen’s pay 
history. prior to 1938 it was not unusual for members of the 
police to act as firemen. Statutory authority for this was
contained in the Police Act, 1893, under which boroughs could 
delegate their fire brigade powers to watch committees and
(1) cf. Industrial Court Award No. 2076 (Hl'ISO 1946) paras. 3 
and 4.
(2) Certain limits were however imposed on their additional 
emoluments (rent allowances).
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employ constables wholly or partly as firemen; by the end of
September 1939, 45 county boroughs and 19 non-county boroughs
(1)
had taken advantage of these provisions. The Pire Brigades 
Act, 1938 limited, and the 1947 Act categorically proscribed, 
the use of police officers on such duties, but though the 
species of ^^police firemen" thus became extinct, in the sphere 
of pay the repercussions of their erstwhile existence took 
much longer to work themselves out.
In April 1945 the basic scales and war bonus of the lower
police ranks were consolidated and, at the same time, the
salaries of police auxiliaries assimilated to these; the
auxiliaries were also - another innovation - granted the police
(2)
rent allowances. , A claim for similar treatment was made on
behalf of the National Pire Service - on a par with the
auxiliaries throughout the war - and with effect from 30th
(3)
November 1945 the standard pay of firemen and sub-officers was 
made identical with that for police constables and sergeants.
An intermediate rate was fixed for leading firemen, to which 
there is no corresponding police grade. The settlement did
(1) cf. 26.11.1951, E.G. Deb. 494, 119-20. However, the 
. number of policemen involved was small.
12) Industrial Court Award No. 2076, op. cit. para. 5.
(3) Then known as section leaders.
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(1)
not provide for the payment of rent additions to the N.P.S.; 
something akin to it - a "supplementary allov/ance" - was 
introduced, but this was of much more modest proportions. It 
is this 1945 agreement #iich first achieved complete standard­
isation of remuneration in the fire service.
In November 1946 the salaries of police constables and
sergeants were substantially improved, whereupon the firemen
hurriedly withdrew a more modest claim and asked for the new
(2)
police rates to be applied to them. The Industrial Court, 
who had to adjudicate the matter (December 1946), ruled that 
complete equality between police constables and sergeants and 
the analogous fire service grades should continue ; this parity 
was to extend not only to the basic scales but also, in the
(3)
case of married personnel, to the rent allowances. The 
award became operative from 6th November 1946.
TABLE 40
(1) Award No. 2076, op. cit. para. 6.
(2) cf. Pire Brigades Union, Annual Report 1947, p. 229. They
also demanded increased supplleme'ntary allowances for married 
firemen.
w) Award No. 2076, op. cit. para. 11 ; leading firemen were to
be dealt with in the light of this ruling. Under a
supplementary award of the Court (No. 2113, HNISO 1947) fire- 
m e n l i k e w i s e  entitled to the "compensatory grant" (cf. 
p* 375), then introduced for policemen.
Table W
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F I R E  S E R V I C E
(2)
Fireman
Leading fireman 
Sub-officer
(Men, England & Wales)
Basic Scale 
as from
6.ll.l9lt6
S. p.w.
105s.x3s.-132s.
127s.x3s.-lii.5s.(3)
1 5 0 s .x 3 s .~165 s .
(1)
Consolidated Scale 
as from
K
28.U.19$Q
s .  p . w *
1 3 1 s . x 3 s . - 1 ^ 2 s .
150s .x 3 s .-168s *1 7 3 s * x 3 s . - l 8 8 s .
27.h.l9^ 1
s. p.w,
138/6x3s.-lg9/6
lS7/6x3s.-17V6
l80/6a3s.-19$/6
Officers: |^3.3.l9li7 1.8.19I18 28.L 1930 1.8.1931
£ p. a. £ p. a. £ p. a. £ p.a.
Station
officer Ii73x 10-323 363x10-613 390xl0-6U0
Assistant
divisional ($)
officer 330 600x10-630 663x10-713 690x10-7U0
Divisional
officer.
grade III 633 630x13-723 713x13-790 7UOx 13-813
Divisional
officer.
grade II 7Uo 723x13-800 790x13-863 813-13-890
Divisional
officer.
grade I 8L3 830x20-930 913x20-1,013 9ii0x20-l,0U0
(1) For additional.London allowance, payable since 28.U. 19^0, see text.
(2) The first increment is payable after 2 years on the minimum. After 
10 years a long-service increment of U s . ,  and after 1$ years a 
second long-service increment of U s . ,  may loe granted. (Prior to 
2,9.19U7î after 17 and 22 years.)
w) As from U.U.19U7; previously this scale was 123s. x 3s. - 138s.
(h) I n c r e a s e d  t o  £ ^ 7 5  a s  f r o m  1.U.19U8.
^  T h e s e  s c a l e s  w e r e  i n c r e a s e d  a s  f r o m  22.2.19^2 a n d  h a v e  b e e n  f u r t h e r  r e v j . s e d  s i n c e .
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The wa,ge-freeze was highly effective in the fire service ;
no change in basic remuneration took place for the rank-and-
file between end-1946 and 1950, the N.F.S. rates remaining in
(1)
force when the brigades were returned to local control. Not
all was quiet, however, in the fire service world, and in
April 1948 - without even the pretence of a honeymoon - the
new fire authorities submitted a claim to the Industrial Court
for the abolition of the supplementary (rent) allowances, with
a counter-claim by the employees that these - as recently
(2)
improved for the police - should continue to accrue. The
employers contended that firemen were no longer permanently
"on call", necessitating their living on the job; whatever else
they should get by way of remuneration, they should not be
(3)
entitled to additional rent allowances. The m e n ’s 
representatives maintained that the essentially common 
characteristics of the fire and police services had not altered; 
while the 1947 Act substituted one employing authority for 
another and debarred the use of police on fire duties, there 
had been no change as would warrant a departure from the 1946
l) Officers’ salaries were adjusted as shown on Table 40.
Industrial Court Award No. 2156 (EM80 1948). In the case 
- single firemen, the claim was for the police rent 
, 8.11owances to become payable for the first time. 
v3) cf. ibid. para. 4.
— 39 5 —
(1)
settlement. The Court endorsed this latter view, finding
against the authorities. However, they added the fatal words
that "it is not to he assumed that future increases or decreases
of police pay or allowances should automatically apply to fire
brigade personnel and the Court take the view that the National
Joint Council when considering fire brigade remuneration should
(2)
consider the advisability of consolidating pay and allowances".
it was obvious that this was not the end of the matter, and
by the end of 1949 the parties found themselves once more in
the dock to have their fate decided by the Industrial Court.
This time the latter found substantially in favour of the
(3)
employers: The system of rent allowances and compensatory
grants was abolished, and a consolidated scale introduced,
(4)
operative from 28th April 1950. A London allowance was also 
instituted. It will be recalled that in the case of the
(5)
police the Oaksey Committee had advised against consolidation.
(1) ibid. p a r a . 5.
(2) ibid. para. 6.
(3) See Industrial Court Award No. 2249 (HIvISO 1950).
(4) On the basis of the average rent addition previously pay­
able, the new scales represented a net increase of 10/9d.
p.w. on the provincial fireman’s minimum. Higher up the
improvement was much smaller, the new rates for officers 
(with the exception of station officers who got an extra 
£25) merely involving the consolidation of their average 
rent allowance.
(5) cf. p. 376 ante.
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The next revision took effect from 27th April 1951, when 
the three lower ranks were given an increase of 7/6d. a week; 
a consequential rise of £25 a year was granted to the higher 
grades as from 1st August. In the meanwhile, the Trustram 
Eve award to the police had been announced and, as was to be 
expected, the firemen were not going to stomach so substantial 
an improvement in the remuneration of their erstwhile equals 
without one more attempt to make good the lost ground. Again 
it proved impossible to reach agreement, and after a "spit and 
polish" boycott and nation-wide demonstrations, the Minister 
of Labour appointed a special Board of Arbitration to resolve 
the dispute. Their terms of reference were ;
" (1) To determine whether the remuneration of Firemen 
in Local Authorities’ Fire Brigades in England 
and Wales should be equivalent to the pay and 
allowances received by Police Constables
(2) If this is decided in the negative, to fix the^ . 
remuneration of such Firemen.
Summarising their conclusions, the Board point out that 
while in pre-war days parity obviously existed in areas where 
local brigades were staffed by policemen, these formed only 
part of the fire services. An examination of the various
(1) See National Joint Council for Local Authorities* Fire 
Brigades in England and Wales, Report of a Board of 
Arbitration in the matter of a difference ••• on the 
TOiiiUieraUTon' of Flrm e n - '("TaTiv 1’9 5 2 ) .—  The' tërms""ôf^
reference were confined to the basic grade.
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awards made both between the wars and since suggested that,
while there was a broad similarity between the two fields, it
was recognised that they were not identical. Similarly,
comparisons of relative duties were not very profitable. "It
appears to us that the proper way of deciding the remuneration
of the fire service is not to relate it to police remuneration
(1 )
but to determine it on its own merits". The verdict was 
unequivocally against "parity".
Having got this far, the Board were unable to agree as to 
what the scales of firemen should b e, and it fell to the chair­
man to make an award. Effect was given to this by  regulations 
operative from 22nd February 1952, #iich at the same time 
provided for improvements for senior staff; the increase was 
16/6d. a week for the three bottom grades and £52 per annum 
for the officer ranks.
A fireman now reaches his "ordinary" maximum after eight 
years* employment; in addition, he may receive long-service 
increments, if his chief officer is satisfied that he is well 
conducted and has shown zeal and proficiency in the performance 
of his duties. The first of these increases - 4 s . a week -
(i) ibid. paras. 33-5.
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may be granted after ten years* employment; after fifteen years 
this may be raised to 8s. As Table 40 shows, the scales of 
firemen and leading firemen overlap, but promotees who have 
reached the maximum of the basic rank are allowed to start their 
leading fireman career above the minimum of that scale.
Chief and Assistant Chief Fire Officers
Every fire brigade is headed by a chief officer - in a 
number of cases he also acts as chief ambulance officer - #io 
is directly responsible to the fire authority, though his 
appointment must be confirmed from the centre. In the largest 
brigades there is also an assistant chief officer; elsewhere, 
any fireman of not belovf station officer rank may act as 
deputy chief. The business of negotiating remuneration for 
this - the top - sector of the service falls, as indicated, 
to a separate national council. Chiefs have therefore been 
above the din of the battle described earlier on.
A new pattern of salaries was devised in 1947, to operate 
irom 1st April 1948. Fire authorities were divided into ten
(1) For detailed provisions see S.l. 1950 No. 686, s.6.
Originally, the long-service increments could not be paid
, ^ t i l  after 17 and 22 years.
2^) The scales were drawn up b y  a committee appointed b y  the
Home Secretary. Their report was enclosed with National 
Fire Service Circular No. 7A /1947.
— 399 —
groups on the basis of rateable value, with adjustments 
according to population. It was recognised that these criteria 
might not prove satisfactory for a permanent settlement, and 
that the scales allotted to each group would similarly have to 
be regarded as temporary. Throughout the latter half of 1950 
and 1951 discussions took place on the need for revision; 
anomalies had arisen, amongst other things because of the 
changes in the pay of the officer ranks, unaccompanied by 
corresponding movements at the top. Eventually, the National
Joint Council recommended seven scales in lieu of the ten. with
■ ■ (1) 
a further "discretionary" grade for the largest authorities.
Neither population nor rateable value were to be the sole basis 
of the new scheme; these should be considered in conjunction 
with factors such as fire risk and establishment. The pro­
posals received the Home Secretary’s blessing and became 
operative from 1st April 1951.
TABLE 41
To give some illustrations, Durham, Cheshire, Liverpool 
and Manchester are in grade I; grade VII comprises small 
authorities such as Westmorland, Merioneth and Gloucester.
(1) i.e. with populations over 600,000.
Table Ul
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F]RB SERVICE
Chief and Assistant Chief Officers
(England & Wales)
(1)
Assistant chief fire officer 
Grade II 
Grade I
( 3 )
Chief fire officer 
Grade X 
Grade IX 
Grade VIII G r a d e  VII 
Grade VI G r a d e  V  
Grade IV 
Grade III 
Grade II 
Grade l(2)
Salary Scale as from
1.1.19U9
£ p . a .
930 X  23 - 1,023
1,000 X 23 - 1,073
6oo
700
800
873
973
1,030
1,100
1,200
1,230
1,330
I -If. Hfy
p «k-
X 20 - 
X 20 - 
X 20 -
X 2^ -
X 2g -
X 30 —
X Uo — 
X ko - 
X go -
X go -
700
800
900
1,000
1,100
1,200
1,300
i,koo
i,goo
1,600
l.k.l9gl
£  p . a .
l,02g X 2g - 1,100
1,123 X 23 - 1,200(2)
730 X Lo
830 X 30 
1,000 X 30 
i,i3o X 30 
1,300 X 30 
i,U3o X 30
1,600 X 30
ih)
873
1,000
1,2001 , 3 3 0
1,300
1,630
1,800
(1) T h e  s c a l e s  s h o w n  i n  t h e  l a s t  c o l u r a n  w e r e  a g r e e d  i n  1933, b u t  a  m a j o r i t y  o f  b r i g a d e s  a p p l i e d  t h e m  a s  f r o m  1 . U . 1 9 3 1 .( 2 )  T h e r e  i s  a  f u r t h e r  d i s c r e t i o n a r y  g r a d e .( 3 ) .  Tho oaleaeiDO bhown in the firot oolumn booame- oporative on—l»i4-il9L& ^  T h e  figures for 19L8 and 1931 are not comparable.
(u) T h e  l a s t  i n c r e m e n t  i s  &L3.
*  C e r t a i n  r e v i s i o n s  o f  g r a d i n g  a n d  p a y  t o o k  e f f e c t  f r o m  1.U.193L.
- 401 -
Examples of a grade IV authority are Cambridge, Blackpool and 
(1 )
Portsmouth. Authorities in the discretionary category include
London, Middlesex, Lancashire and Birmingham; salaries in force
for these latter ranged (1951) from £1,750 x £50 - £1,950 for
Kent, Surrey and the West Riding of Yorkshire to £2,700 for
the chief fire officer in the capital. In fitting chiefs into
the new scheme they were to receive an increase of at least
(2)
£100; in many cases they got substantially m o r e .
Under an interim Home Office ruling of March 1948, assist­
ant chief officers were given a flat rate salary equal to 
approximately 60 per cent of their ch i e f ’s maximum. Since 
then remuneration has been augmented as shown on Table 41.
Chief and assistant chief officers continue to be entitled to 
free residential accommodation or an allowance in lieu.
Sex Differentiation
T h o u ^  women were employed in considerable numbers in the 
war-time N.P.S., the total in local authority brigades had 
shrunk to 479 by the end of 1951. The actual job of fire­
fighting falls exclusively on men, women being almost entirely
(1) For details see enclosure to Fire Service Circular No. 
54/1951.
i2) Certain grading revisions plus an increase of £75 a year 
became operative from 1.4.1954.
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confined to control room duties. There are five ranks for
female brigade members, viz. firewoman, leading and senior
leading firewoman and asst, group and group officer. The
maximum of a firewoman* s scale, introduced in February 1952,
■ (1)
was £325 - 68 per cent of the fireman’s £478.8.0; the differ­
ential has recently been narrowed to about 7:10. In fixing 
salaries above this level, regard is paid to the distinctive 
responsibilities falling on each grade, there being no real 
correspondence between the two sexes ^ higher ranks; pay for 
senior women personnel is therefore related to that of analogous 
local authority employees rather than to that of male firemen.
No scheme for equal pay has been agreed.
Provincial Differentiation and Rent Allowances
With the adoption of national rates of pay in the middle 
forties, basic scales for fire personnel became uniform through­
out the country. In April 1950 area differentiation was 
formally introduced, all those below assistant chief officer 
in the Metropolitan Police District and City of London qualify­
ing for an extra lOs. a week/£26 per annum. Despite this new 
weighting, London appears to have lost its power of attracting
(i) i.e. 184/- p.w., including the long-service increments.
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recruits, which superior service conditions and promotion
(1)
prospects gave it in pre-war days.
Quite apart from the formal London addition, the system of
rent allowances in force until 1950 constituted a considerable
element of area differentiation; the essentials of the position,
(2)
as laid down in the 1948 Fire Service Regulations, were ;
(a) That a fire authority shall provide its chief officer 
with a house/quarters free of rent and rates or grant 
an allowance in lieu (still operative).(
(4:)
(b) That a "flat-rate" allowance be paid to married men above 
sub-officer level, and to single men of any rank, as 
follows :
Married Single
p .a. p.w./p.a
Firemen and leading firemen 5s.Od.
Sub-officers 7s .6d.
Station officers £50 £25. 0.0
Asst, divisional officers £55 £27.10.0
Divisional officers, grade III £60 £30. 0.0
Divisional officers, grades 
and II and asst, chief
I
officers £75 £37.10.0
(c) In the case of married men in the three lowest grades,
an allowance to be g r a n t e d ( 4:) equal to actual expenditure 
on rent and rates, subject to a limit as fixed for 
corresponding ranks under the 1947 police Regulations.
• Fourth Report from the Select Committee on Estimates,
, op. cit. p. xiv.
2 For detailed provisions see S.l. 1948 No. 546, 4th Sched.Pt.H 
(5) Where quarters are provided, free fuel and light may also 
be given. Where an allowance is paid, the extra tax 
arising is refunded.
wp§c.^blowmces were of course not payable where quarters 
o^e suppliea. F ire women did not qualify for either
quarters or cash allowance.
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These schedules were revised from 1st August 1948, when the
rent additions for the lower grades were put on the same basis
as the then increased police allowances; greatly improved
(1)
amounts were also laid down for the higher ranks. However, 
as we saw, rent allowances as a separate emolument were 
abolished - except for chief and assistant chief officers - 
following the 1950 "consolidation" award of the Industrial 
Court.
Part-time Firemen
The nature of fire duties is such as to call for the
employment or potential employment of a large number of part-
time personnel, known in official jargon as "retained" members.
They may be employed at other jobs during the day or be retired,
(2)
but undertake to be available vÈien alerted b y  the fire alarm.
A retained member receives (a) an annual "retaining fee" and
(b) a "turn-out fee" fpr every occasion on which he is summoned;
(1) For full details see S.l. 1948 No. 1782, s.3.
(2) Retained members must also attend for training and 
maintenance duties for up to two hours a week, etc. 
A retainer’s liability may be limited.
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detaining fee Turn-out fee
p.a. per fire
Firemen £15 10s*
Leading firemen £18 12s.
Sub-officers £24^^' 14s.
Station officers
or higher £45 1 6 s .
There are detailed provisions for payments alternative to
the "turn-out " fee where a ret aine e is summoned but does not
have to deal with a fire, and for supplemental fees where the
(2)
call involves more than two hours^ attendance. In special 
cases a fire authority may, with central approval, grant 
additional amounts in compensation for lost w a g e s .
(3)
Hours
The normal duty system of whole-time firemen below the rank 
of station officer requires an average attendance of 60 hours a 
week. In the immediate post-war period 80 hours were the 
rule, and even now there are areas where 24 hours on and 24 
hours off duty - i.e. 84 hours - are being v/orked. However, 
heing on a shift means being available and not, generally
(1) £36 if in charge of a station.
(2) For details see 8.1. 1948 Ho. 546, 5th sched. and S.I. 1948 
No. 1782, s.10 and f f . The retaining and turn-out fees 
shown were still in operation at the end of 1952.
(3) Certain modifications were introduced at the end of 1955.
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(1)
speaking, being actively engaged all through it. Control 
room personnel do a 48-hour week, though those in charge of the 
control room system are treated like operational staff.
Firemen are no longer liable to be "on call" during their 
off-duty periods, Vi/here overtime is worked, this is paid for 
at plain-time rate. Some regular firemen act as "retainees"
in their spare time for which they receive the "turn-out" and
"attendance" payments outlined above; however, the annual 
retaining fee is less than for the genuine part-timier,
Annual Leave
Annual leave for firemen, to be granted "so far as the 
exigencies of duty permit", is as follows;
Number of days 
p ,a.
Firemen, leading firemen and sub­
officers 21
Station officers 24
Asst, divisional officers and 
divisional officers, grade III 26
Divisional officers, grade II 28
Divisional officers, grade I .or above 35
(1) In their evidence to the 1952 Board of Arbitration, the 
employers stated (Report, op. cit. para. 27) that during 
the weeks in which the "45-hour day shift occurred, actual 
hours averaged 35, while in the weeks of 75-hours* night 
shift the average was 17-|-,
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Until August 1949 firemen did not qualify for any
additional leave on public holidays, but following an award
(1)
of the Industrial Court, they are now entitled to a day off 
on August Bank Holiday, Christmas and Boxing Day.
Uniform
All brigade members are entitled to the free provision of 
uniform. Those above the ranlc of sub-officer not so supplied 
by the fire authority, may be paid an allowance in lieu.
Discipline
Like policemen, firemen :are subject to a discipline code,
and here also the punishments for a disciplinary offence include
reduction in rank and a deduction - for not more than three
(2)
months - of up to one-seventh from pay. ^here an officer is 
suspended, a suspension allowance may be granted.
Superannuation
Prior to the 1947 Fire Services Act there were several 
pensions schemes in existence, varying from London where
(1) No. 2218 (HMSO 1949).
For details see S.I. 1948 No. 545, s.13, sched.
— 408 —
two-thirds of pay could be earned after twenty-eight years* 
employment, to local government schemes where forty years* 
service was necessary to qualify for a like amount. Super­
annuation for firemen is now governed by a scheme introduced
(2)
in 1952, which in its essentials is analogous to that for the 
police. The maximum pension, payable after thirty years* 
service, is two-thirds of salary; the minimum - after twenty- 
five years - is one half of pensionable pay. Firemen
(3)
contribute 5 per cent of remuneration less Is .2d. a week. 
Retirement for station officers and below is compulsory at 55, 
and at 60 for the h i ^ e r  ranks; in special cases the period 
of employment may be extended.
(1) cf. 27.3.1947, E.G. Deb. 435, 1438.
(2) Firemen'8 Pension Scheme Order 1952 (S.I. 1952 No. 944).
(3) 5 per cent less 2d. in certain cases.
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Chapter 10
PRISONS AND b o r s t a l s
Under the Prison Act, 1952 - under which much of the 
relevant law has been consolidated - all jurisdiction concern­
ing prisons and related institutions vest in the Secretary of
(1)
State for Home Affairs. For purposes of administration there
has existed, since 1877, a statutory Board known as the Prison
Cornais8ion; it is a self-contained Government department whose
responsibility, subject to the Home Secretary*s overall control,
now extends to all prisons. Borstals, remand and detention
(2)
centres in England and Wales..
(3)
The staffs of prisons and Borstals - those working in
Broadmoor institutions are nov/ employees of the National
(4)
Health Service - have traditionally been divided into "super­
ior" and "subordinate", though the 1952 Act no longer gives 
this distinction the force of statute. The superior ranks 
are the governors, chaplains and medical officers ; every prison 
must have one of each of these categories. The subordinate
(1) Prison Act, 1952 (15 & 16 Geo. 6. and 1 Eliz. 2. c. 52) 
ss. 1 and 45.
(2) For a fuller account see Home Office, Prisons and Borstals, 
^ g l a n d  and Wales (HMSO 1950) pp. 67-81
 ^ T emaha or detention centres had been set up by the end
of 1951, though a few have been established since, 
cf. p, 303 ante.
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grades - the prison officers - include the main body of
"discipline" staff, together with specialists and tradesmen.
They are appointed by the Prison Commissioners direct,
"superior" ranks being appointed by the Home Secretary. With
(1)
a few exceptions, all full-time officers have the status of 
permanent civil servants.
Subordinate Grades
Prison officers, England & Wale; 
as at 30.11.1951(2)'
Officers 3,389^^)
Principal officers 366
Chief officers, class II 62
Chief officers, class I 25
Works staff 115
3,957
These figures only cover those belonging to the main 
prison hierarchy. Not included (apart from "superior" staff) 
are civilian instructors ; night patrols and other manual 
workers; a few very small categories such as industrial 
^-anagers; and various headquarters personnel. The total 
umber of employees in the Commission* s service at the end of 
1^51 Was about 6,500.
(1) i.e. those undergoing training, temporary officers and 
chaplains.
12) Data made available by courtesy of Prison Commission. The
numbers relate to established staff only, 
i Excluding 194 auxiliary officers still urundergoing training.
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Recruitment has had to be greatly stepped up in the post­
war period - amongst other reasons to cope with a much in­
creased prison population. New entrants join as auxiliary 
officers and undergo three months * practical training; if 
likely to prove suitable, they are sent for a short intensive
course, followed b y  a simple examination. Successful candid-
(1)
at es - the rate of failure is very high - are then posted to 
fill established posts, though the first twelve months* service, 
is probationary.
Salaries ; Statute provides that "there shall be paid out
of moneys provided b y  Parliament to the inspectors and other
officers and servants of the, Prison Commissioners such salaries
as the Secretary of State may with the consent of the Treasury
(2)
determine". Prior to April 1919 there were separate rates of
pay for local and for convict prisons, but in that year a
(3)
uniform standard was adopted. During the 1939-45 war, prison 
remuneration was governed by an arbitration award of 1938, 
supplemented by the Civil Service war bonus ; consolidated scales 
were introduced on 1st January 1946. In the view of the staff, 
However, these did not constitute that complete overhaul of 
the wages structure which they felt that war and post-war
^ v e n t h  Report from the S elect Committee on Estimates,
gesslon 19^5T-y2V "Prisons^" p V  xil'il-------
; TH . s b n X c t ,  1952, ,s. 3(2).
cf. Civil Service Arbitration Tribunal Award No. 85 (HMSO
1945) p .  2 .
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(1)
conditions called for; hence a fresh claim was presented in 
April 1946. Eventually - improved salaries for the police had 
meanwhile been announced - this resulted in revised rates 
operative from 1st December 1946.
In June 1949, following the Oaksey recommendations for
policemen, the Prison Officers * Association - who represent the
subordinate grades - resubmitted an earlier request for enhanced
pay. They held that since recruiting difficulties were a
common problem to the police and prison services, the remedy
being tried for the former should also be applied to the latter.
After protracted negotiations, the demand - for an increase of
all minima and maxima by twenty per cent and of all increments
(2)
by fifty per cent - was referred to the Civil Service Arbitra­
tion Tribunal (May 1950). With the exception of some minor 
modifications, it was conceded in full.
It was again events in the police world - the Trustram Eve 
award - which were responsible for the next development; the 
repercussions of that settlement were, ultimately, another 
reference to arbitration in February 1952. The staffs main­
tained that post-war pay revisions in the prison service had 
derived - implicitly if not explicitly - from those granted to
(1) Civil Service Arbitration Tribunal Award No. 120 (HMSO 1950) 
GP* 3-4.
 ^ / C.S.A.T. Award No. 120, op. cit. p. 1.
- 413 -
the police; the May 1950 claim, for instance, showed that the
Association had satisfied the Civil Service Arbitration Tribunal
that conditions in the two fields were sufficiently alike to
(1)
justify similar treatment.
The official side did not accept this interpretation; the
Home Secretary "had never held the view that there was any such
relationship between the pay of the Police and Prison Service
that increases granted to the police would automatically bring
(2)
the pay of the Prison Service under review". Even if there
was such a relativity, it did not follow that it could never be
disturbed, nor did the Commissioners agree that the prison
service was equally undermanned. We may add that the Select
Committee on Estimates in their 1951-52 review of the Prison
Vote certainly considered the shortage of prison staffs a
major problem, even though the evidence received did not on the
whole indicate that the service had a poor appeal in the employ-
(3)
ment market. The award of the Tribunal is shown in the last 
column of Table 42; it represented a rise of about 15 per cent
(1) cf. Civil Service Arbitration Tribunal Award No. 180 
(HMSO 1952) para. 4.
2 ) jLlDicI. p . {5.
(3) Report. op. cit. paras. 13 and 40.
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(1)
and became operative from 1st January 1952.
As in the fire service, then, the central theme in prison 
pay history has been "relativity with the police". Section 8 
of the Prison Act, 1952 does in fact stipulate that ''every 
prison officer while acting as such shall have all the powers, 
authority, protection and privileges of a constable", though 
privileges in matters of salary are unlikely to have been in 
the drafter*s mind. Up to 1919 there was little difference 
in the scales for the two categories, but following the 
(Desborough) improvements then granted to the police, the 
prison officers * request for similar treatment was turned down 
by the Stanhope Committee. , The latter, in their Report of 
1923, took the view - the only explicit official pronouncement 
on the subject - that the responsibilities, initiative and 
resource required of policemen were definitely superior to 
those demanded of corresponding prison ranks; they could not 
therefore accept that prison staffs should enjoy the same 
standards. Since then the precise relationship between the 
two sets of scales has varied, but salaries have not at any 
time been identical. There are now marked differences in 
rates, allowances and service conditions, nor do the Prison 
Officers* Association any longer insist on a precise equality.
(1) Civil Service pay addition did not accrue in addition.
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The two claims before the Arbitration Tribunal in 1950 and 1952 
have merely been for similar increases - i.e. no widening of 
the gap, to the existence of which prison staffs seem to have 
resigned themselves.
TABLE 42
The bulk of prison staffs are engaged on ordinary
"discipline" duties, though apart from their custodial functions
they are supposed to exercise a good influence over inmates
(1)
both b y  example and p r e c e p t . The work of a basic-grade 
officer varies considerably; he may be detailed to the work­
shop, supervise prisoners attending evening classes or act as 
gatekeeper. Over 800 basic-grade personnel are regularly 
employed on specialist tasks, for which the following additions 
are made to the weekly salary;
(2)
For acting as Allowance
p .w.
Trade assistant 10s.
Trade instructor 7s. - 20s.
Hospital officer lOs.
Hospital officer and compounder
of medicines 22s.
Cook and baker officer 13s.6d.
Gymnasium instructor 5s.Gd.,-.10s.
Librarian 9si^>
(o\ C.S.A.T. Award No. 120, op. cit. para. 3. 
(il beginning of 1952.
(3) 4/6d. if part-time.
Table k2
- Ul6 -
miSONS AND BORSTALS
D i s c i p l i n e  S t a f f
(Men, Gt. Britain)
S a l a r y  S c a l e  a s  f r o m
Officer 
after 1$ years 
" 20 "
Principal
officer
Chief officer 
class I
I.I2.19U 6
s. p.w.
128/0
131/0
Chief officer 
class II I 155/0x5/0-170/0
]J3C)/%]3:S//0L.]L9;;/()
13.g.19^0
s. p.w.
118/OX14./6-1U9/6
15II/0
158/6
i 60/0x6/0-17U/0
1.1.1952
s. p.w.
135/6x5/0-172/0
177/0
182/0
l8U/0x6/0-200/0
180/0x6/0-192/0 j 207/0x7/0-221/0
200/0x6/0-218/0 i 230/0x7/0-251/0
* All salaries were increased as from 1.1.1953, and have been further 
revised since.
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Allowances are also paid for taking photographs and 
fingerprints and for sleeping-in at night.
Advancement from the basic grade depends both on vacancies
and the passing of a written examination. Principal officers
are in charge of "halls" which may contain over 300 inmates;
their duties are mainly supervisory. In 1950 the staff
representatives estimated that only about 50 per cent of
(1)
entrants ever rose above the basic grade ; the Select Commit­
tee on Prisons, on their part, pointed out that it was obvious­
ly a source of dissatisfaction that an officer had to wait for
(2)
an average of eighteen years before promotion. A chief
officer is responsible to the prison governor for the daily
routine of the institution;' "On his character and efficiency
depend to a great extent the standard of the staff, the morale
(3)
of the prisoners and the smooth running of the establishment". 
Principal and chief officers on specialist duties receive the 
same allowances as the bottom grade.
The work of officers in Borstals differs from that in 
prisons, in that the sole purpose of the former is the training 
and reformation of young offenders. The staff are in closer 
personal contact with their charges, and their duties are less
C.S.A.T. Award No. 120, op. cit. p. 6.
' Report. op. cit. p. xii, para. 15. The proportion of
/ V senior grades is now higher.
G.B.A.T. Award No. 120, op. cit. para. 3.
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routine than those of ordinary prison personnel. Hence
though basic scales are the same, all (subordinate) Borstal
grades receive an extra 4s. Gd. per week in recognition of
(1)
their supervisory and instructional functions.
Civilian instructors are not part of the prison hierarchy. 
They are recruited directly from industry and t h o u ^  they then 
become permanent employees, are paid on Ministry of Labour 
Training Centre rates rather than on Prison Commission scales. 
The works staff are responsible for the execution of all pro­
jects in connection with heating, lighting, maintenance and 
new construction; they comprise the three grades of engineer 
class II, engineer class I m d  foreman of works, and have their 
own pattern of remuneration.
Governors
(2)
Governors - described as "goalers" in earlier legislation -
are the responsible heads of prison and Borstal establishments.
(3)
Numbers as at 30th November 1951 are shown below;
(1) In 1945 the Prison Commissioners pleaded "the advantages 
administratively and to the service as a whole in the 
abolition of these and certain other special allowances" 
but their request was not met b y  the Civil Service Arbitra- 
tion Tribunal.
2 Prison Act, 18G5 (28 & 29 Viet. c. 12G) s. 4 (now repealed)
(3) Made available by courtesy of Prison Commission.
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Assistant governors, class II 91
Assistant governors, class I. 33
Governors, class III 37
Governors, class II. 18
Governors, class I 10
189
AS shown, there are three grades of governor, supported in 
all Borstals and the larger prisons b y  assistant governors. 
Assistant governors I act as deputies to their chiefs or in 
other posts of special responsibility; those in class II may 
be housemasters in Borstals - formerly a separate category. 
Recruitment is by open competition, by the promotion of chief 
officers and foremen of works, and by the advancement of other 
subordinate grades who show promise and have qualified via a 
special staff course. A H  enter as assistant governors II, 
except for chief officer promotees who normally join the super­
ior ranks as grade I assistants. No formal professional 
qualifications are demanded, though it has been said that the 
time has long passed when governor posts were a suitable niche
for the retired officer with the reputation merely of "a good
(1)
disciplinarian".
TABLE 43
(1) cf. Civil Service Arbitration Tribunal Award No. 213 
(HMSO 1953) para. 8.
Table i|-3
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Assistant governor 
Class II
Class I
Governor 
Glass III
Class II
Glass I
miSONS AND BORSTALS
G o v e r n o r  s
(Men, London)
Salary Scale as from
___________________   ,i — --------
1.1. 1916
p.a.
360 X 20 - 580
600 X 25 - 700
800 X 25 - 950
1,000 X 30 - 1,150 
1,250
(1) Operative as from 1.9.1950.
1.1.1951
£ p.a.
39S X 20 - Ui5
X 25 - U65
X 20 - $6$
X 25 - 6^0
6$0 X 2g - 700
X 30 - 7^0
850 X 30 - 1,000
X bo - i,o5o 
1,100 X bo - 1,220
X 50 -  1, 275(1)
l,kOO(1)
* All salaries were increased as from 1.1.1952 and 1.U.1952, and 
have been further revised since.
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Governors* salaries remained unchanged for some five years 
following the consolidation of war bonus and basic pay in 
January 1946; agreement for a revision was not reached until 
mid-1951, though made retrospective to September 1950/January 
1951. That claim had been based - by the governors* represent­
atives, the Society of Civil Servants - upon a revaluation of 
responsibilities as well as on the intervening improvements 
for the subordinate grades; de facto, the 1950/51 scales were
largely based on the Civil Service executive class pay settle-
(1)
ment effective from January 1951. This question of the 
principle on which governors* remuneration should be determined 
came to the fore again in the course of the next (1953) pay 
claim, when the staff representatives asked for a small improve­
ment, mainly in the hope of obtaining a ruling in the matter
(2 )from the Civil Service Arbitration Tribunal. The Society 
maintained that governors * service conditions and circumstances 
were so dissimilar from those of the executive class as to make 
such a "horizontal relativity" quite inappropriate. "Vertical 
relativity" was the right principle, i.e. salaries should be 
related to those of the subordinate prison staff and the differ­
entials between the two categories - narrowed in the course of 
. (3)
one various post-war adjustments - restored.
9.
/,( para. 4.
(3) ibid.
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The Commissioners claimed that the present rates were fair:
The classes to which the Tribunal * s attention was invited were
the general executive, the administrative and the Ministry of
Labour departmental classes; while it "was not suggested that
the work of these three groups was comparable with that of
Governors", the grades were "relevant as indicating levels of
remuneration which the Tribunal itself had endorsed in recent
years for staff of comparable background, and for work of the
(1)
nearest comparable responsibility that could be suggested".
The Tribunal "without accepting the contentions of either
Party as regards the principles upon which the scales in
question should be fixed", conceded the Society*s claim "upon
(2)
the factual evidence before-, t h e m " . The salaries shown in the 
last column of Table 43 were therefore increased by the Civil 
Service pay addition as from January 1952, and by another £25 - 
the amount awarded by the Tribunal - with effect from 1st 
April 1952. The question of principle has remained unresolved.
Chaplains
Full-time chaplains - there were twenty-four in September 
1952 - are to be found only at the larger prisons and Borstals. 
They are not now established civil servants, but in consulta­
tion with the bishops concerned are appointed for periods not
\o\ para. 27.
ibid. para. 34.
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(1)
usually exceeding seven years. The purpose of this arrange­
ment is that "Chaplains should not spend so long in this highly
specialised work as to lose the freshness of touch #iich it
(2)
requires". At the smaller establishments appointment is on a 
part-time basis.
The salary of full-time chaplains was fixed at £52 q per
(3)
annum in 1947; a claim for a substantial improvement v^ as refer­
red to arbitration in September 1952. The staff* s spokesmen - 
the Institution of Professional Civil Servants - argued that 
although chaplains were one of the three "superior" categories 
in the prison service, this was not reflected in their pay; 
though no suggestion had been made that their importance had
diminished, their salary had, since 1935, increased by a mere
(4)
£100. The Prison Commissioners replied that chaplains should 
not receive remuneration so far out of proportion to that of 
other clergy as the scale claimed; chaplains were recruited 
from parochial service" and returned to it at the end of their 
seven years. The relativity with parochial clergy was not 
now less favourable than before the war, "although admittedly 
former relativities with other grades in the prison service
(1) Formerly five.
(I -R^^sons and Borstals, op. cit. p. 70.
The rémunérâtion^ oY those retained beyond the normal period 
. was higher in some cases.
Civil Service Arbitration Tribunal Award No. 191 (HMSO 1952) 
para. 6.
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(1)
have been seriously disturbed . The Tribunal awarded 
that as from 1st January 1951 the salary of full-time chaplains 
should be £700 a year - as against the £9 00-£1,075 asked for 
and the £600 offered - to attract the centrally-agreed pay 
addition as from the beginning of 1952.
Medical officers - the last of the "superior" trinity - are 
members of the Civil Service medical class. They serve part- 
time at the smaller prisons, but hold full-time appointments 
at the larger establishments. The pay of the sixty-six 
medical officers (basic grade) as from 1st January 1952 was 
£1,500-£2,100; that of the ten senior medical officers £2,200; 
the Director of Medical Services then received £2,300 per annum.
At headquarters the Chairman of the Prison Commissioners had
a salary (1951) of £2,850 per annum and his deputy £2,125. The
Director of Prison Administration and the Director of Borstal
(2)
Administration were each on a scale of £1,500 x £75 - £1,800.
(l) ibid. para. 12. The problem was "to keep a proper balance 
between the relativity with other grades in the prison 
service and the relativity with other clergyl'
Excluding p a y  addition accruing from 1.1.1952.
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Sex Differentiation
Of the total of 3,957 subordinate staff shown on page 410,
221 were women; the majority (173) were in the basic grade.
The small numbers in this case do not result from any sex
differentiation - statute requires that institutions catering
for women inmates must have sufficient female staff, while "if
women only are received in a prison the governor shall be a
(1)
woman": they reflect the greater law-abidingness of the female
population.- The duties of women officers are aimilar to those 
of male staff. Salaries are differentiated at every stage, 
the precise ratio of women*s to men*s rates fluctuating between 
86 and 91 per cent (subordinate grades, 1950/1 scales). The 
one woman class I governor*s remuneration - £1,300 in 1951 - 
represents about 93 per cent of the £1,400 then payable to her 
male opposite number. Equal pay is now being introduced.
Provincial Differentiation
The bulk of prison officers are on undifferentiated scales, 
their basic rates are the same in whatever part of the 
country they may be serving. All the "discipline", specialist 
and works staff are in this category, due to their liability to 
fairly frequent transfers from one centre to another. However, 
governors and other superior ranks as v/ell as civilian instruct­
ors are on the normal Civil Service system of three-tier
iil_^^son Act, 1952, s. 7(2).
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(1)
dif f er en t iat 1 on.
Side by side with this formal absence of provincial 
differentiation, there is a system of "inconvenience allowances" 
payable at some of the more out-of-the-way prisons, to 
compensate for extra expenditure in respect of shopping and 
recreation. In the case of Dartmoor this addition was intro­
duced in 1854, owing to its "remote and desolate situation ...
the privations of all kinds to which officers are exposed and
(2)
the severity of the climate", but it has since been extended to 
several other institutions. The amount of the allowance 
varies. For Dartmoor staff it was fixed at 16s.6d. a week as 
from 1st December 1951; elsewhere the addition is mostly 
considerably smaller. Almost nine hundred officers were 
receiving an "inconvenience allowance" at the end of 1951.
Quarters and Rent Allowances
In addition to basic pay, established staff are provided 
with quarters or else receive a rent allowance; civilian 
instructors are not eligible for either. A single man in the 
basic grade is granted a partly-furnished room, fuel and light, 
or a cash allowance of from 12/6d. to 14/6d. a week according 
to locality; a married man receives unfurnished accommodation
(1) See p . 76 and pp. ante.
Civil Service Arbitration Tribunal Award No. 85, op. cit. 
p. 2.
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i&
or/re-imb-ursed for actual out-goings up to a limit of 25s,- 
^ (1)
29s,, again depending on locality, A single woman is more
generously treated than her male colleague, • as her quarters are
meant to be her home; she is entitled to a fully-furnished
(2)
room, plus fuel, light and laundry services. The rates are 
somewhat higher for each of the senior grades.
Governors are allowed quarters or cash in lieu; in practice 
they usually enjoy these emoluments "in kind". Chaplains are 
also entitled to free accommodation or an allowance, but 
medical officers must pay for any quarters put at their 
disposal •
Uniform
A free uniform and boots are supplied to all prison
officers, other than "superior" staff. In Borstals - where
no uniform is worn - a plain clothes allowance of £24 per
(3)
annum is paid, plus a free issue of mackintosh and boots.
Those entitled to a uniform receive l O s . a year for cleaning it
(1) The rates quoted are those operative in 1951 and have now 
been revised.
\^ ) Where these are not supplied in kind, she receives the 
, 3nan*s cash allowance plus 12/6d. p.w.
Also applicable to certain other staff.
— 428 —
Hours
Hours of work for subordinate grades are 84 a fortnight 
excluding mealtimes; this compares with 96 in pre-war days.
In most establishments staff work the "Morrison" hour, i.e. an 
additional 5 hours each week; this, like other overtime, is 
paid for at time-and-a-quarter, though time off may be given in 
lieu. In practice, overtime earnings are substantial. Y/ork- 
ing schedules for governors and assistant governors are not 
defined; they must live within the confines of their establish­
ment and are continuously "on call".
Annual Leave
For the basic-grade male prison officer annual leave is 27 
days, rising to 30 after ten years; for principal and chief 
officers it is 33 and 39 respectively. Y/omen officers and 
principal (but not chief) officers receive three days over and 
above their male colleagues* entitlement. Public holidays are 
deemed to be included in these schedules. For governors and 
assistant governors annual leave is six weeks; in this instance, 
the nine public and (Civil Service) "privilege" holidays are 
additional.
§VPerannuation
All prison staff are covered by Civil Service superannuation 
^J^gj^lation, though in the case of the subordinate grades
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arrangements are more advantageous: the normal retiring age
is 55 and the full pension is payable after thirty, instead of
(1)
the usual forty, years' service.
In matters such as travelling and removal allowances, 
prison staff are covered b y  general Civil Service regulations.
(1) A higjier pension can be earned by serving for more than 
30 years.
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Chapter 11
THE POST OFFICE
The Post Office was established in the reign of Charles II 
as a mail-carrying organisation, but is now responsible for 
several other major services. It is by far the largest Govern­
ment department, and prior to the post-war spate of national­
isation was the biggest single commercial unit in the country. 
Supreme direction Vests in the Postmaster General,
For purposes of organisation Great Britain and Northern 
Ireland are divided into ten territorial directorates, each 
under the charge of a regional director. Executive control 
of postal and telegraph, and certain aspects of telephone, work 
falls on smaller units - some 450 Head Post Office Districts,
Each of these is under a head postmaster, who is also responsible 
for the subordinate offices in his area, such as branch and 
"salaried” sub-offices, there being some 1,200 Crown offices in 
ull. In addition, there are spread t h r o u ^ o u t  the country some
22,000 "scale-payment” sub-offices, mostly conducted in con­
junction with a private business. Control of (most aspects of) 
telephone and engineering work is devolved on 56 Telephone
(1]
Areas. in London the administrative set-up is somewhat different,
e.g. there are two regional directors, responsible for
postal and tele-communieat ion services, respectively.
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Staff : Staff employed by the Post Office on 1st October
1951 totalled 335,166. A  rough break-dovm is given below;
Post Office: Great Britain"and Northern Ireland
Employees as at 1.10.1951 ('^1)
A Administrative, exécutive, clerical,
professional, etc. grades 39,736
B Manipulative g r o u p (^) 214,472
a ) Postal grades ;
Postmen ' ' 84;538
Postmen higher grade 19,947
Supervisors 3,849
T0S7334
b ) Telegraph g r a d e s )
Telegraphists 10,184
Supervisors 1,001
TTflSF
c) Telephone grades;
Telephonists 47,653
Supervisors 5,689
53,342
d) Counter and writing grades;
Postal and telegraph
officers 21,854
Supervisors 4,334
e) Various 15,423
0 Cleaning and other ancillary groups 8,482
D Industrial staff 72,476
335,166
(1) Data supplied by  the Post Office. All unestablished and
part-time staff are included, each part-timer being counted 
, as
(2) The figure for "supervisors” under a), b), c) and d)
/ , includes all levels of supervisory staff.
/ Including radio operators.
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Group A is largely made up of members of the ordinary 
Civil Service classes, including their temporary and depart­
mental variants; their remuneration is as described in Chapter 
1. Group C is composed of cleaners, doorkeepers and similar 
categories, and falls outside the scope of this study. D 
mainly consists of engineering and related grades; we deal with 
these briefly towards the end of the chapter. Our main 
concern here is with the manipulative group - what might be 
termed the Post Office employees par excellence.
The great majority of postal staffs - including the 
"industrials” - fall within the ambit of the Civil Service 
National Vi/hitley Council. ..Matters of pay are normally left 
to individual associations and unions, who negotiate directly 
with the Post Office on behalf of their members. The 
competent body for the adjudication of disputes is the Civil 
Service Arbitration Tribunal.
Manipulative Grades
Ihe manipulative group - by far the largest body of Post 
Office employees - is made up of a number of distinct hier­
archies, the chief of which are the postal, the telegraph, the 
telephone and the counter and writing grades. A major re­
organisation took place in this field in June 1946, its
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principal objects being to introduce a more logical allocation 
of work, to align remuneration more closely to duties, and to 
offer postmen a better career. Certain categories such as 
various "outdoor” supervisory grades v/ere abolished, while 
some new ones were created. Another feature of the 1946 
reforms was the adoption of a simpler system of provincial 
dif f erentiation.
Rank-and-file pay; The first event to be mentioned in this
brief sketch is the consolidât ion of war bonus with basic
scales in November 1945, following the all-Civil Service
(1)
"#itley agreement on the subject. The first post-war 
revision of pay went hand in hand with the re-organisation of 
1946, the salaries then introduced being related to the new 
allocation of work. These are the rates shown in the first 
column of Tables 44 to 47 further on. The next adjustment
became operative from 1st October 1947. Its main purpose was
to provide for substantial increases for officers reaching age 
21; the improvement of maxima was small. The 1947 settlement 
ulso involved the shortening of scales, while two juvenile 
categories - boy messengers and girl probationers - ceased 
their separate existence, emerging as junior postmen and 
telephonists, respectively.
(I) cf.^p. 11 ante. The ”consolidation addition” for the
manipulative rank-and-file was 30s. for adult _men, with pro 
2^ta amounts for women and juveniles.
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In October 1948 a comprehensive claim was presented by the
Union of Post Office Workers - who represent the bulk of the
rank-and-file; this time the parties could not reach agreement
and the matter was referred to the Civil Service Arbitration
(1)
Tribunal. The latter awarded a rise of 6s. per week on all 
adult male rates, though telephonists v/ere given two additional 
increments - a step towards granting them "parity” with tele­
graphists. The new standards applied from 4th June 1949.
Another dispute - again covering the principal rank-and-
(2)
file grades - had to be r e f e r r e d t o  arbitration in May 1951. 
This tia.e the Tribunal granted 8s. a week to all adult male 
staff, except to postmen in rural areas who received the full
(3)
IQs. asked for. On another part of the claim - for a shorter
scale - the Tribunal did not then make an award, though when
the further negotiations which it recommended proved abortive,
it had to decide the issue subsequently (September 1951).
As a result, the scales fixed under the earlier settlement
( 4)
were shortened by two points. This meant that postmen reach
(5)
their maximum at 26, telegraphists and telephonists at 29 and 
postal and telegraph officers at 30. The last column of 
Tables 44-47 shows the combined effect of t he two 1951 awards.
(o\ Service Arbitration Tribunal Award No. 108 (Hî^ îSO 1949),
(2) Civil Service Arbitration Tribunal Award No. 149 (HM30 1951) 
For terms of reference see p . 1 and para. 5.
Juveniles were given 4s. p.w.
See Civil Service Arbitration Tribunal Award No. 164 (Hî^ îSO
. 1951) para. 5.
(5) Women at 27.
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1951 also witnessed the replacement of the Post Office
pattern of provincial differentiation by the general Civil
Service system; this involved increases for those in the
(1)
provinces and outer London. As from 1st January 1952 non­
industrial grades were granted the Civil Service "pay addition", 
which in the case of the rank-and-file amounted to 10 per cent
of the relevant 1951 scale. The 1952 salaries were further
(2)
improved as from January 1953.
Supervising salaries; As for their juniors, the first
post-war revision took effect from 1st June 1946 - apart from
the "consolidation" operation of the previous year. Here also
the revised rates were related to the new allocation of duties;
while previously there was a common hierarchy for "indoor"
postal, telegraph and counter and writing work, we have, since
(3)
1940, the present division on a functional basis.
There was a slight adjustment for some of the senior grades 
in October 1947. Although the Association of Post Office
n . (4)
Controlling Officers - who represent most of the staffs at this 
level - had decided, in deference to the 1948 White Paper on
|i) See p o s t .
(2) PurtEer~*increases have taken place since.
1946 also meant enhanced p a y  for those vdiose offices were 
upgraded.
' ) Then the Federation of Supervising Officers.
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Personal Incomes, not to press a full claim, the increases then 
given to the rank-and-file disturbed former relativities, and 
the Association asked for the removal of the resultant anomalies. 
This was met by the Post Office raising the minima of all first- 
line supervisors, to ensure that these received higher pay than 
those of their charges in receipt of allowances.
Further problems were created by the June 1949 award of the
Civil Service Arbitration Tribunal; its ultimate repercussions
were a Tribunal hearing of the seniors’ own grievances, with
(1)
the staffs asking for a £50 improvement of the 1946 scales.
The Association maintained (inter alia) that the standards then
introduced did not sufficiently recognise the new and heavier
duties under "re-allocation"; the Post Office took the line
that there had not, since 1938, been any material change in the
(2)
nature of supervisors’ work taken as a whole. The Tribunal
ruled that the 1946 salaries be increased by £30 throughout ;
naxima for the telephone grades were to be augmented, in addition,
(3)
Dy from £50 to £70. The award took effect from 1st July 1950.
Following the January 1951 improvements for the rank-and- 
the Association presented a fresh claim in July of that
(1) cf. Civil Service Arbitration Tribunal Award No. 139 (HMSO 
( 1951) p .  6 .
Minus the rise given to first-line supervisors in 1947.
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year. The dispute was again referred to arbitration, but in
the last minute it proved possible to reach agreement "out of
court", the settlement providing for a £20 a year increase
operative from 1st April 1951. , Since then supervising staff
have benefited from the 1951 change-over to the Civil Service
system of provincial differentiation and from the all-Service
(1)
pay addition in 1952. Improved consolidated scales were
(2)
awarded by arbitration with effect from 1st January 1953.
We see then that the pay history of the higher grades is one
long struggle not to fall behind their manipulative juniors.
Thus at the 1951 arbitration hearing the staff representatives
stated that there were rank-rand-file officers receiving for a
normal w e e k ’s work more than the maximum of their supervisor’s
scale, and that this "extraordinary and indefensible situation"
bad arisenbecause, since 1946, considerable changes in rank-
and-file remuneration had not been reflected higher up the 
(3)
ladder. The official reply was that, while the Postmaster 
general could not agree that differentials were sacrosanct, he 
regarded it as proper that there should be a gap between the 
Maximum plus allowance of a rank-and-file worker and the minimum
(o\ 9-:ranted on the same terms as to other civil servants.
2^) Civil Service Arbitration Tribunal Award No. 236 (HMSO 1953). 
Further revisions have taken place since, 
i cf. Award No. 139, op. cit. pp. 8-9. They cited the case 
of the rank-and-file telephonist with an allowance for part- 
time supervision, whose (London) maximum of £396.9.4 they 
contrasted with the scale of the first supervisory grade, 
a;365..;&;5E)().
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of the corresponding first-line supervisor; such relativity was
in fact one of the two chief criteria used by him in determining
(1)
the remuneration of the higher grades. We may add that the
Royal (Priestley) Commission on the Civil Service likewise
stated that the main factor in determining salaries for mani-
(2)
pulative supervisors must be internal vertical relativities.
The Postal Grades
The postal staff are those directly concerned with the 
handling of mail. The age limits for recruitment to the (basic) 
postman grade are 15-60; candidates are given an interview and 
a simple aptitude test. Young workers spend their first two 
years mostly on delivering messages and telegrams; prior to 
October 1947 there was a special category of boy messenger - 
recruited at 14 at 30s. a week - for these tasks, but this has 
now been abolished. After three years’ service and on reach­
ing age 21, postmen are eligible for advancement to postman 
higher grade - one of the new creations of 1946 - subject to 
passing a test, completing a training course and the performance 
oT higher grade duties for about six months. Actual pro­
motion is not automatic but depends on vacancies. While 
postmen deliver and collect mail and carry out primary sorting 
work, P.H.G.s deal with the more important rank-and-file jobs 
in sorting offices and in some cases supervise the bottom grade.
(1) ibid. pp. 11, 12 and 14.
^  ffiestley Report, op. cit. para. 675.
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TABLE 44
The postman higher grade scale was recast in 1951, the
minimum now being linked to age 21 instead of 24, while the
salary was improved over and above the 8s. then granted to other
manipulative8 by the Civil Service Arbitration Tribunal. In
the case of the P.H.G., the Postmaster General had himself
admitted that exceptional treatment was called for in view of the
reluctance of many postmen to offer themselves for promotion;
in the light of the Tribunal’s findings, he would consider what
(1)
further increases were necessary. A "new deal" for postmen
(2)
higher grade was thus hammered out during 1951.
From postman higher grade there is advancement to assistant 
inspector - the bottom supervisory rung; his tasks include out­
door patrol to inspect collection arrangements, the testing of 
postmen’s delivery walks and so on. The next level - the 
inspector - is usually responsible for the organisation of all 
outdoor services. Chief inspectors are to be found only in 
London, in "travelling" post offices and at the largest pro­
vincial centres; there are only about a hundred such appoint­
ments, All in all, promotion outlets for the postal rank-and- 
tile are much less favourable than for the telegraph, telephone 
^ d  counter and writing groups, as is indicated by relative 
Ratios of supervising to rank-and-file posts.
(1) Civil Service Arbitration Tribunal Award No. 149, op. cit. 
{ PP» 6 and 7.
' ) highest age-point for postmen v/as then reduced to 24.
Table hk
—. 1|T|.0 —
POST OFFICE
P o s t a l  G r a d e s  
(ï'fen, London)
S a l a r y  S c a l e  a s  f r o m
Postman
1.6.19^6 
s, p.w.
I.IO.I9U7
s. p.w.
li.6.19li9 
s. p.w.
--------- *—
1.1.1951
s. p.w.
16 and under
17
18
19
20 
21 
22 
23
2h
25 and over
55/6
62/0
68/6
79/6
83/0
86/6
90/0
95/0 (1) 
X h/o - 115/0
50/Û
56/0
62/0
68/0
73/6
92/0 
95/0 
98/0 
101/6 
105/0 
X 5/0 - 120/0
52/0
58/0
65/0
71/0
76/6 
98/0 
101/0 
lOii/O 
107/6 
111/0 
X 5/0 - 126/0
56/0
62/0
69/0
75/0
80/6
106/0
111/0
116/0
122/0
X 6/0 - 131/)
Postman, 
higher grade 
21 
22
2^ (2) 95/0
X li/6 - 122/0 
X 5/0 - 127/0
106/6 
X 5/6 - 112/0 
X 5/0 - 132/0
112/6 
X 5/6 - 118/0 
X 5/0 - 138/0
108/6 
112/0 
116/0 
ns/o 
X 6/0 - i5g/o
Assistant Inspector
I.6.19U6
£ p.a.
3?5x15-U50
1.10.19li7
£ p.a.
390xl5-b50
1.7.1950
£ p.a.
U05xl5-li80
X
1.11.1951
3b p . a. 
125x15-500
Inspector 175x20-550 505x20-580 525x20-600
Ghlef Inspector 560x25-680 610x25-710 630x25-730
(1) in sub-district offices and sub-offices IIS/O.
(2) until I9SI: ”2U and under"; since 1.1.1951: and over".
 ^ scales were increased as from 1.1.1952 and. 1.1.1953, and have been 
further revised since.
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(1)
Various "extras" accrue to the postal grades. Some
15,000 postmen on motor driving duties receive an allowance 
which averaged about 7s. a week in 1951; young staff on motor 
cycle telegram work are paid an additional 6d. or I s . a day.
A few hundred provincial postmen engaged on station duties at 
night are granted amounts of from Is.-8s. a week, while some 
London P.H.G.s receive weekly additions of 8s. for translating 
entries on customs forms.
Some postal grades work in "travelling" post offices on the 
railways, in^espect of which they qualify for duty and trip 
allowances varying with rank and the time so spent. For post­
men the duty allowance is from 3s. to 12s, a week; for an 
inspector in charge of the larger travelling post office it 
ranges from 4s.3d. to 17s. The trip allowance is granted to 
meet out-of-pocket expenses and to compensate for the incon­
venient nature of the work; it ranges from 2s.9d. to 13s.6d. 
per trip for postmen and from 5s.6d. to 21s. for inspectors.
Telegraph Grades
TABLE 45
Telegraphists are mainly engaged on the sending and
(1) The description of allowances in this, and the following 
sections 3^ not epdiaustive. :]3&L
'Table U5
- UU2 -
POST OFFIC:
Telegraphist
Ï5~and under
17
18
19
20 
21 
22 
23 
2i|
25 and over
(Men, London)
S a 1 a r y S e a l e a s  f r 0 m »
1.6.1916 
5. p.w.
1.10.19U7
a p.w.
U.6.I9U9
S. p.w.
1.1.1951
s. p.&.
U5/0
51/0
57/0
63/0
72/6
82/0
85/0
90/0
95/0
100/0
X U/6 - 109/0
X U/o - 133/0
%
62/0
68/0
77/6
9U/6
98/0
102/0
106/0
110/0
X 5/0-120/0
X U/6-138/0
52/0
58/0 
65/0 
71/0 
80/6 
100/6 
loU/o 
108/0 
112/0 
116/0 
X  5/0-126/0 
X  U/6-IUU/0
56/0
62/0
69/0
75/0 
8U/6 
108/6 1 
112/0 1 
116/0 1 
122/0 I 
128/0 
X  6/0-152/0
%
1.6.19U6 I I . IO .19U7 1. 7.1950 1.U.1951 1
£ p. a. i
1
£> p . a. £» p.a# £ p.a.
Assistant
supervisor 395x15-U60 Ul0xl5-U60 U25xl5-U90
UU5xi5-5io
Supervisor U85x 20-550
515x20-580 535x20-600 1
Supervisor, 
higher grade 580x25-680 610x25-710 630x25-730
— i
* All scales were increased as from 1.1.1952 and 1.1.1953, and have 
further revised since.
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receiving of telegrams by teleprinter or telephone; they also I
perform certain ancillary duties. Recruitment is b y  inter- 
viev/, but all candidates must pass an examination before 
establishment. For m e n ’s posts, two out of every three 
vacancies are filled by selection from other manipulative 
grades. The employment of men is generally confined to offices 
open at night.
Telegraphists in the Central Telegraph Office, London and 
in a number of provincial offices who are qualified tele­
printer operators and at least 18 are, subject to the possess­
ion of certain certificates, granted a first and a second
A/
technical allowance of 5s. --each^week. Those so qualified may 
be employed on testing and maintenance work, for which they 
receive a further IQs. A small handful receive additions for 
part-time supervisory duties.
The full-time oversight of telegraphists is in the hands 
of assistant supervisors. Supervisors are mainly engaged in 
the larger telegraph offices, while the top grade is found 
only in the metropolis and the biggest provincial centres.
There is a separate group of cable-room grades, employed on 
the overseas services in the Central Telegraph Office. Their 
£^Y^s considerably higher than that of the "ordinary"
(T) With the exception of that of the superintendent.
- 444 -
telegraph personnel shown on Table 45 - quite apart from an 
additional allowance payable to cable room supervisors. An­
other small body is the wireless telegraph staff, consisting 
of radio operators plus "superiors"; they work at ten wireless 
coast stations and on Post Office cable ships, and again have 
their own pattern of remuneration.
The Telephone Grades
Telephonists are recruited by interview, at which candid­
ates are tested for speech, hearing and so on. Male candid­
ates are not normally taken on under 21; girls enter at 15 or 
16, Establishment is subject to the passing of an examination 
in English and arithmetic. In addition to actual operating 
duties, the rank-and-file carry out minor clerical work in 
telephone exchanges - largely routine record-keeping - for 
#iich a weekly addition of up to 9s. is granted. Male workers 
do some simple testing of equipment. A number of telephonists 
receive supervision allowances of up to 12s. a week, and, as 
pointed out, at one time were able to earn considerably more 
than their seniors.
TABLE 46
Any of the supervisory grades may be in charge of a tele­
phone exchange, depending on size. An assistant supervisor
would be responsible for small, and supervisors for medium- 
^^®d, exchanges; the latter also train juniors or act as
Table
- -
POST OFFICE
T e l e p h o n e  G r a d e s  
(Men, London)
S a l a r y S e a l L e a s  f r 0 m
1.6.19U6 I.IO.I9U7 U.6.19U9
X
1.1.1951
S. p.w. s. p.w. s. p.w. s. p.w.
Telephonist
Ag®
21
22
23
2k
25 and over
79/6 
83/0 
87/0 
9V 0 
96/0 
X It/O - 120/0
92/Û 
95/6 
99/0 
102/6 
106/0 
X 5/0 - 116/0 
X U/6 - 125/0
98/0
101/6
105/0
108/6
112/0 
X 5/0 - 122/0 
X u/6 - lUO/o
106/0 
111/0 
116/0 
121/0 
126/0 
X 5/0 - 136/0 
X 6/0 - 1U8/O
I.6.19U6 I.IO.19U7 1.7.1950
K
I.U.1951
£ p • £L# £ p.a. £ p.a. £ p.a.
Assistant
supervisor^) 335x15-380 365x15-380 Ul5xl5-U60 U35xl5-U80
Supervisor 390xl5-U20 U70xi5-5oo U90x15-520
Chief
supervisor U30xl5-l+90 530x15-590 550x15-610
Senior chief
supervisor 5U0x20-6U0
'
6U0x20-7U0 660x20-760
different designations.
 ^ All scales were increased as from 1.1.1952 and 1.1.1953, and have been 
further revised since.
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"travelling" supervisors. The tv;o top grades are confined to 
the largest exchanges; a senior chief supervisor, for instance, 
controls the Trunk Exchange in London employing some 3,000 staff.
A number of foreign language allowances a^ccrue to those at 
the International and Continental Exchanges in the capital*
For the rank-and-file these amount to 12s. a week for the use 
of one foreign language and - for a small handful - 24s. for 
two and 29s. for the use of three languages. There is also an 
overseas (wireless) telephone addition of 8s. for rank-and-file 
grades at the International Exchange. Supervisors and assist­
ant supervisors qualify for roughly the same language allow­
ances as their juniors; for v/ork in the International Exchange 
they receive an extra £21 a year.
The Counter and Writing Grades
TABLE 47
Postal and telegraph officers - not to b e confused with 
telegraphists - are one of the new categories emerging from 
the 1946 re-organisation. The majority are recruited from 
other postal staffs; the remainder enter through open competi­
tions held amongst juveniles, the standard of which approximates 
to that of a pass (Ordinary level) of the General Certificate 
of Education. In addition to counter duties, P.& T.O.s do a
considerable amount of the writing work connected with the
- UU7 -
Table L7
POST OFFICE 
C o u n t e r  a n d  W r i t i n g
(Men, London)
(1)
G r a d e s
S a l a r y  S e a l e a s  f r o m
Postal a n d  tele­
graph officer 
Age
1 7
18
19
20 
21 
22 
2 3
2$(^)and over
1.6.19U6 
s ,  p . w .
U6/0 
52/0 
58/0 
65/0 
75/0 
85/0 
89/0 
93/0 
97/0 
loU/0
X 6/0 - IIO/O
X 5/o - i5o/o
1.10.19U7
S. p.w»
51/0
57/0
63/0 
70/0 
80/0 
96/0 
101/0 
106/0 
111/0 
116/0 
X 6/0 - 158/0
U.6.19U9s .  p . w .
53/0
59/0
66/0
73/0
83/0
102/0
107/0
112/0
117/0
122/0
1.1.1951
S. p.w»
57/0
63/0
70/0
77/0
97/0
110/0
116/0
123/0
130/0
137/0
X  6/0 - 16U/0 1 X  7/0 - 172/cj
1 . 6 . 19U 6
£» p . a.
’ 1 . I O . 19U 7
£ p * a.
1 . 7.1950
£ p • a#
O v e r s e e r U5o x20-55o U70x 20-55o U80x20-580
A s s i s t a n t  s u p e r i n t e n d e n t  !
\
1  5 8 0 x 2 5 - 6 8 0  ^ 610x25-710
S u p e r i n t e n d e n t 725x 25-800 755x25-830
C h i e f  ( 3 )s u p e r i n t e n d e n t
■ —
I.U.1951“ £  p .  a . "  
505x20-600
1  875-25-950
( 1 )  T h e  t a b l e  i n c l u d e s  t h e  ^ r n S ^ o S i n e T t o ^  c o u n t e r  a n d
as a  m a t t e r  o f  c o n v e n i e n c e ,  t n e ^
w i t i n g  h i e r a r c h y .  n n  l o l i V  w a s  2 k .
n o  c h i e f  s u p e r i n t e n d e n t s  b e i n g  e m p l o y e d  i n  t h e  M e u r  p  
s u c h  s c a l e s  f o r  t h e  e a r l i e r  p e r i o d .
. m  . .1,3 l,3r „ 3,d .3 f ™  1.1.1,S2 1.1.1953, a M  h.ve W , .
f u r t h e r  r e v i s e d  s i n c e .
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day-to-day running of post offices* There are a number of 
supervision allowances of up to 12s.6d. a week, while a handful 
of staff in London again receive a language addition. P .& T.O.s 
were granted special treatment under the terms of the 1947 pay 
settlement, when their maximum was raised by 8s. as against the 
5s. given to their rank-and-file colleagues, though unlike the 
other manipulative scales introduced in 1946, those for postal 
and telegraph officers were not the subject of bilateral agree­
ment .
Overseers constitute the first supervisory tier; they per­
form some of the more important writing work or serve as 
accountants and cashiers. ; For these and other special tasks 
they may receive an extra £50 per'annum. The duties of assist­
ant superintendents vary; at the largest offices they may be in 
charge of the counter during the peak period of business. At 
others they act as accountants, and a number again receive a 
£50 addition. The next step up the ladder is the super in tendoit. 
Eligibility for such posts - there are roughly one hundred in 
the country - is shared with supervisors higher grade (tele­
graph) and chief inspectors (postal); at this point, therefore, 
these three structures converge. There are only about a
(1) The telephone structure has its own senior chief super­
visor grade.
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dozen appointments for chief siperintendents - all outside the 
capital; there is no precise London equivalent,
Y/hat of the relative status of the four hierarchies#
Among the rank-and-file postmen certainly have the lowest
maxima, although in the earlier part of their career their
scale is mostly identical with that of telegraphists, while
at some points - in the mid-twenties - it is superior to that
of telephonists. However, at his maximum the postman is
(1951) 18s. behind the telegraphist and 14s, behind the
(1)
telephonist •
As regards the telephone and telegraph grades, both the 
Union of Post Office Y/orkers and the Association of Post Office 
Controlling Officers are determined to secure parity of status 
and pay, but although differences in remuneration have been
(2)
considerably narrowed, full equality has not yet been achieved. 
There are some interesting reasons for the lagging of telephone 
behind telegraph pay. For one thing, the telephone service 
has always employed a far higher proportion of women than men;
(1) Though the P.H.G. maximum was then identical with the 
telegraphist’s. 
v2) An important exception are women assistant supervisors, 
who constitute over 60^h of senior telephone staff; here 
the minimum of the telephone grade is higher than that of
its telegraph opposite number, while the minima for women 
supervisors in the two fields are the same.
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this may have helped to depress salary levels. Further,
when men were first employed on telephone v/ork - then as now
for night duties - this was something of a caretaker/night
watchman occupation performed mainly by part-timers v/ith other
(1)
jobs by day: pay standards were designed to attract this
type of recruit. These conditions no longer obtain, and the 
claim for parity is further based on the considerable technical 
changes tiiat have occurred in the telephone field such as the 
increased mechanisation of operating procedure. However, 
male telephonists have not yet secured their full emancipation.
The elite in the manipulative world are undoubtedly the 
counter and writing grades, Waen he has reached his maximum, 
the P.& T.O. can rub shoulders with the lowest level of super­
visor in the postal, telegraph and telephone fields, while the 
overseer is roughly on a par with the postal inspector and the 
telegraph supervisor - one rung higher in their respective 
hierarchies. The position is analogous one step further 
the ladder. It is from the counter and writing group, 
moreover, that most vacancies for higher controlling staff are 
tilled, even though formally these posts are open to seniors 
trom elsewhere in the service.
(1) cf. Civil Service Arbitration Tribunal Award No. 139, op.
cit. p. 10.
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The Higher Controlling Staff
The grade in overall charge of a post office depends both 
on the type of office and its size. In the case of a branch 
office it may be anything from a postal and telegraph officer 
with a special allowance to an assistant superintendent. As 
regards sub-offices, those of the "salaried" variety are under 
a postmaster or postmistress, but "scale payment" sub-offices - 
the great majority - are run by sub-postmasters and -mistresses, 
mostly in the "grocery-cum" type of establishment. Respons­
ibility for a head post office is invariably in the hands of a 
head postmaster.
Postmasters
Postmasters are, as just indicated, in control of "salaried" 
sub-offices - the smaller type of establishment found in various 
parts of the provinces. Strictly speaking, they are confined 
to these, although at certain branch offices the individual 
in charge - her rank may be that of overseer or assistant 
superintendent - is given the courtesy title^of postmistress.
On 1st October 1951 there were 590 postmasters of the genuine 
variety; none of these work in London, where this form of 
organisation no longer exists.
(1) Including 60 postmistresses.
- 452 -
A new basis of remuneration was introduced in 1.946, since
when salaried sub-offices are allocated to one of five groups.
In a grade A.I. office - normally this has well over 100 staff
- the salary of a postmaster was (end-1951) £720 x £20 - £780;
in the smallest type (grade D) with perhaps 20 employees, the
(1)
scale was £490 x £15 - £550 per annum. The great majority
are in the three lower categories. Generally speaking, these
salaries do not form part of the main manipulative pay pattern,
though postmasters certainly feel that there ought to be a
margin between the maximum of the postal and telegraph officer
(2)
and their own minimum.
Sub- Postmasters
(3)
There were 22,360 sub-postmasters and -mistresses in
October 1951, each in charge of a "scale payment" sub-office,
i.e. one normally carried on in the same premises as the
individual ’ s private shop. These establishments - it has been
estimated that they discharge about 70 per cent of all counter
business - are maintained in order to make postal facilities
available where the existence of a Grown office would not be
• (4)
justified.
(1) Pay addition accrued as from 1.1.1952; consolidated scales 
were introduced from 1.1.1953. 
v2) The minimum of the lowest grade of postmaster was raised 
in the autumn of 1947, following the improvements then 
granted to the ranlc-and-file .
Included in Group B e) on page 431, where, being part-time, 
they are counted as
C^ivil Service Arbitration Tribunal Award No. 205 (HAiSO
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The employment of sub-postmasters is on an agency basis.
They must provide postal facilities during certain specified
hours as well as the necessary accommodation, fittings and
staff (other than postmen); in return, they receive an inclusive
payment based on turnover. Sub-postmasters are not on the
establishment of the Post Office, and do not qualify for Civil
(1)
Service privileges in such matters as sick pay or pensions.
They accept full financial responsibility, but they can do as
much or as little of the work personally as they please. If
(2)
they employ assistants, they must pay them in compliance with 
the Pair Wages Resolution of the House of Commons; with this 
proviso they can engage them on whatever terms they choose.
The present method of remunerating sub-postmasters was
introduced in 1908, though the agency system as such is of much
(3)
longer standing. The scheme is somewhat complex; in essence
it involves paying each sub-postmaster x pence per transaction,
the value of x depending both on type of operation and size of
sub-office. Each of the main transactions has a "unit value"
assigned to it according to average amount of time required;
the units are then converted into a cash equivalent, their
(4)
value decreasing, the larger the office.
( 1 )  G r a t u i t i e s  o n  r e t i r e m e n t  m a y  b e  p a i d  u n d e r  c e r t a i n  c o n d i t i o n s .  J 2 )  O t h e r  t h a n  m e m b e r s  o f  t h e i r  o w n  f a m i l i e s .
3 of. 27.5.1949, H.C. Deb. 465, 1698. 
v4) cf, C.S.A.T. Award No. 205, op. cit. para. 21.
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A detailed review of the scheme was set on foot in 1945,
there having been no comprehensive revision since 1908; a new
agreement was eventually concluded, applicable from 1st July
1947. The unit credits it embodied included l-J per pension
or allowance order issued, 2è for each postal draft and 6 units
for every savings bank transaction, the theory being that each
(1)
unit represents 18 seconds of work. The "money tables" then 
introduced were considerably improved as from 1st January 1951, 
when the cash value of a unit was fixed at from 0.46d. to 1.4d. 
according to size of sub-office. On the basis of 1951 unit 
credits and money tables, therefore, the issue of a postal 
draft might earn the sub-postmaster up to 3^d. apiece, while 
a savings bank transaction .might be worth up to 8.4 d .; it 
would be considerably less in the larger sub-offices. A few 
items are paid for on a simple cash basis : the issue of a
tobacco coupon book to old-age pensioners, for instance, means 
5d, for all sub-postmasters. payment for any telephone 
exchange work is calculated separately*
(2)
'This system produced, in 1951, the following gross incomes, 
a minimum payment of (1951) £100 per annum being made in all 
cases ;
(1) For details see ibid. paras. 5 and 22-4. The unit
credits are meant also to cover a proportion of the time 
/ spent on general record-keeping.
v2) Out of vhich the sub-postmaster must meet all expenses for 
assistance, accommodation, etc.
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No. of sub-postmasters/ 
-mistresses
22,194
Pay range as at 51.12.1951 
£> (gross )'TT)
8,116 - 200
5,443 200 - 400
3,081 400 - 600
2,125 600 - 800
1,518 800 - 1,000
965 1,000 - 1,200
946 Over 1,200
Like civil servants and full-time Post Office staff, all
(2)
sub-postmasters were granted a pay addition in 1952; also, as
( 3 )
the result of an arbitration award, the time value of a number 
of items in the unit scale was improved in July of that year. 
Further increases were agreed, effective from 1st January 1955.
The question of sub-postmasters* remuneration has been 
frequently raised in the House of Commons - more than that of 
any other grade of postal employee. On one occasion an 
ardent champion of their cause asked the Postmaster-General 
whether he was aware that, owing to the long hours and low 
pay in the telegraphic sub-offices, these were rapidly becoming 
known as sweat shops; another M.P. - pointing out that there
(1) These figures were submitted to the Civil Service Arbitra­
tion Tribunal by the National Federation of Sub-Postmasters 
in November 1952; the official side has since confirmed 
. that they can be taken as substantially correct.
Those with gross salaries up to £1,250 received ±0% on the 
first £750 and 5^ on any pay above that figure ; those with ^
, . Incomes exceeding £1,250 received an overall increase of Qfom 
 ^ ) C.S.A.T. Award No. 2o5, op. cit. Pensions are now 2 units, 
postal drafts 2$ and savings bank transactions 6&.
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were some 3,000 postmasters receiving less than £3 a week -
enquired whether it was fair to expect people to act as maids
of all work “in return for this miserably inadequate rémunéra- 
(1)
tion“. The official reply has usually been that there were 
no out-of-the-ordinary recruitment difficulties ; that pay 
scales were the outcome of collective bargaining in the normal 
way, and that it was never intended - and this appears some­
times to be forgotten - that a sub-postmastership should be
(2)
the sole means of livelihood for the individual concerned.
A somewhat similar system of remuneration is in existence
for several hundred caretaker operators in respect of telephone
work. This, again, is performed on a part-time agency basis,
the scale payment varying (1951) from 65s. a week for 1830
(3)
units of telephone work to 2 0 3 s . for 24,085 units.
Assistant and Head Postmasters
The management and higher supervision of each Head Post
(4)
Office is vested in 456 head postmasters, with an equal number 
of assistants as their deputies. The head postmaster is 
Responsible to the regional director for all aspects of postal
(1) 24.1.1951, H.C. Deb. 483, 129; and 30.7.1952, H.C. Deb. 
504, 1476-7.
(2) of. 27.5.1949, H.C. Deb. 465, 1698 and H.C. Deb. 504, loo. 
Git. .
(3) Each intervening point - at intervals of Is. - is related 
to an intermediate number of units,
(4) End-1951.
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and telegraph business in his area, and is also in charge of 
the recruitment, payment of v/ages and disciplinary control of 
the telephone operating staff.
TABLE 48
Assistant postmasters as a species are the product of post­
war re-organisation. Prior to 1946 they were employed only 
at a handful of the largest offices ; elsewhere there v/as a 
“second-in-command“ who, in addition to salary, received an 
allowance designed to bring up his total remuneration to not 
less than 70 per cent of that of his chief. The new assistant 
postmaster salaries were again closely related to heads* - at 
amounts varying from 68 to 84 per cent of the latter*s scales; 
it has recently been claimed that independent movements in the 
two sets of figures - the two categories are represented by
(1)
different associations - have disturbed the 1946 relativities.
As shown by Table 48, there used to be nine salary groups 
lor head and assistant postmasters, but the two largoot have 
now been amalgamated. Grading is normally determined by size 
of office, only Birmingham, Glasgow, Liverpool and Manchester 
t>eing in the top class. Assistants and heads are not employed
(1) cf. Civil Service Arbitration Tribunal Award No. 236, op.
oit. para. 11.
Table W
-  -
POST OFFICE
A s s i s t a n t  a n d  H e a d  P o s t m a s t e r s
(Men, Provinces)
1 S a l a r y S c a 1 e a s f r o m
Assistant 1 l.k..19U6 1..7.,1950 1,
k
,5.1951
postmaster £ p.a. £ p.a. £ p. a.
Class
VII w K 15 - U60 U30 X 15 - 1+90 (2)
VI U6o X 20 - 520 h90 X 20 - 550 5Uo X 20 - 600
V 520 X 20 - 580 550 X 20 - 610 600 X 20 — 660
IV 580 X 20 - 650 610 X 20 - 680 660 X 20 730
i n 650 X 25 - 725 68o X 25 - 755 730 X 25 - 805
II 725 X 25 - 800 755 X 25 - 830 805 X 25 - 880
I 800 X 25 - 875 830 X 25 - 905 880 X 25 - 955
B 875 X 25 - 950 905 X 25 - 980 955 X 25 -1,030
A 930 X 30 -1,,020 960 X 30 -1 ,050 1,010 X 30 -1, 100
Head I.6 .I9U6 1 .11.1950 1 .6.1951
postmaster £ p.a. £ p.a. £ p.a.
Class
VII 520 X  20 - 580 560 X  25,-, 625 
605 X  20W I  670
(2)
VI 560 X  20 - 620 655 X  20 - 695
670 X  2^^- 775
X  25 - 720
V 620 X  25 - 730 720 X  25 - 795
Ï
X  30 - 825
IV i1 7U0 X  25 - 8U0 790 X 30 - 910 830 X  30 - '950
III 8Ü0 X  25 - 9hO 890 X  30 -1,010 925 X  30 -1,01+5
II 950 X  30 -1,050 1,020 X  ho -1,130 ii,o5o X  liO -1,160
I 1,020 X  30 -1,100 1,125 X UO -1,200 i
B 1,150 X  JO -1,250  ^ 1,265 X  50 -1,375., I
A 1,350 - i,H5o(y 1,500 X  75 -1,650^)
(1) increased to £l|.20 as from 1.10.19U7*
(2) Salary class VII merged into class VI as from l.ll.lbti.( 3 )  T h e  l a s t  i n c r e m e n t  i s  £ 2 5 .( Î4)  T h e  l a s t  i n c r e m e n t  i s  £ 3 0 .
(5) itaimm reached after 3 years.
(^ ) operative from 1.10.1950.
* All scales were increased as from 1.1.19^2 and have been further revised 
Since.
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(1)
in the capital, the London Postal Area being under a number of
district postmasters. These are responsible for much smaller
territories than provincial heads; their 1951 salary was £970 x
(2)
£40 - £1,200 per aimum.
Of the ten regional directors in overall control of the 
Regions, three received (1951) £2,500, six were paid £2,075 
and one had a salary of £1,675 per annum. The two latter 
figures attracted pay addition as from January 1952. The 
permanent administrative head of the Post Office, the Director 
General, has the rank and pay of a permanent secretary of a 
Government department; his two deputies have the status of 
deputy secretaries. At the c^pex of the pyramid is the Post­
master General who is - and receives the remuneration of - a
(3)
Minister of the Grown.
The Telephone Areas.
There are 56 telephone managers, each in charge of a 
Telephone Area. Their 1951 remuneration ranged from £1,250
(1) The inner part of the much larger London Postal Region.
(2) Increased by pay addition in 1952._ In two cases their 
place is taken by  a divisional controller (responsible 
for the E.G. District etc. and the Mount Pleasant sorting 
offices) whose 1951 salary was £1,325 - £1,600., , ^ ^  ^
[0 ) For details of salaries see Ghap,. 1
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per annum payable to more than half, to £1,550 for the manager
of the London Centre Area. Deputy managers - employed only
in the largest Areas - received £1,250. These rates were
awarded by the Civil Service Arbitration Tribunal in Sept- 
(1)
ember 1952, but applied retrospectively from 1st January 1951. 
They were supplemented by pay addition in 1952.
Some rather unusual arguments were submitted at the 1952 
hearing of the Arbitration Tribunal in support of the telephone 
managers* claim. It was contended, amongst other things, 
that they had comparable status and a wider range of duties 
than city treasurers, architects, engineers and chief education 
officers, some of whom had.salaries of £2,250 to £2,500; 
further, that in addition to official responsibilities tele­
phone managers had semi-official ones which they could not and 
ought not to evade, such as the supporting of vmlfare activities 
within the office and the taking part in civic affairs outside. 
It was also stated that in 1938 the cost of a telephone manager 
to the public was the equivalent of 4.55d. per telephone per 
SRuium; in 1951 it was 3.69d. and it was felt that ^the In­
trinsic worth of a Telephone Manager as a public charge ought 
^0 be restored towards that of 1938“. The figures awarded 
ty the Tribunal represented increases of £100 to £125 over 
those previously in force.
(1) Award No. 188.
(2) ibid. p. 3.
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Employed in telephone managers* offices are four main 
groups; traffic, sales, engineering and clerical staffs. The 
telecommunications traffic grades - their main function is the 
oversight of the quality and efficiency of the telephone 
service - number four, viz. telecommunications traffic officer, 
telecommunications traffic superintendent and senior and chief 
telecommunications superintendent. The sales staff also 
consists of four tiers; sales representatives, sales super­
intendents and senior and chief sales superintendents. Parity 
of pay between these hierarchies goes back to the time of the 
transfer of the National Telephone Company to the Post Office 
in 1912; many of these categories are also more or less linked 
to the general Treasury clerico-executive classes. But while
it is agreed between the parties - this emerges from a number
(1)
of arbitration cases - that the various structures are aligned 
in some way, there is not the same consensus as to the precise 
relationship that ought to obtain between individual grades.
The Engineering Department
As on the manipulâtive side, a major re-organisation of 
the engineering staff structure took place in 1946, The
(1) See Civil Service Arbitration Tribunal Award No. 151 and
208, op. cit.; No. 195 (HMSO 1952) para. 7; and No. 221
(Hî/ÉO 1953) para. 16.
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(1)
manual grades - the great hulk - now comprise youths-in-train­
ing, labourers, technician classes lib, Ila and I, and tech­
nical officers; all these are regarded as "rank-and-file“ .
The supervisory level begins with the next rung of the ladder, 
inspectors and assistant engineers, though whether these are 
to be considered as a class of their own or merely as separate 
tiers in one comprising both them and the manual grades is a
point on which the official and staff sides have different 
(2)
views. Inspectors and assistant engineers overlap to some 
extent; broadly speaking, the former supervise external con­
struction, subscribers* installation and maintenance work; the 
latter perform the internal and more technical jobs and at the 
same time keep an eye on inspectors.
TABLE 49
Consolidated scales for inspectors and assistant engineers 
became operative from Ai^gust 1946, those for the latter being 
subsequently modified by the introduction of age points. No 
change in salaries occurred until 1950, the Society of Tele­
communication Engineers - the staff association concerned - 
having agreed at the time of the 1946 settlement not to put 
forward a claim for at least three years. Though “the many
I) Not further considered.
cf. Civil Service Arbitration Tribunal Award No. 122 (HMSO 
I960).
Table h?
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POST OFFICE
E n g i n e e r i n g  S u p e r v i s i n g  G r a d e s
(Men, London)
S a l a r y S c a l e  a s f r o m
1.8.191+6 1.7.1950
K
1.6.1951
£ p.a.
!
£ p.a. £ p.a.
Inspector
1
375 X 15 - i+70 1+05 X 20 - 51+0 1+1+0 X 20 - 560
Assistant 
engineer(I) 280 X  20 - 580
315 X 20 - 1+15
X 25 - 680
3I+O X 20 - 1+1+0 
X 25 - 680
( 1 )  S i n c e  1 , 9 . 1 9 ^ 9  t h e  m i n i m u m  h a s  b e e n  l i n k e d  t o  a g e  1 8 - 2 0 ,  w i t h  a g e - p a y  u p  t o  25.
* All scales were increased as from 1.1.1952 and have been further 
revised since.
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and substantial improvements given to related grades during
that period made that undertaking a serious embarrassment“
(1)
the Society honoured their pledge. Despite this self-denying
ordinance, subsequent negotiations proved largely abortive and
(2)
a dispute had to be referred to arbitration in April 1951; the 
scales then awarded were backdated to 1st July 1950. Further 
improvements were introduced from June 1951 consequential upon 
enhanced rates for the rank-and-file; as elsewhere, differ­
entials here are a sore point. All engineering staffs, manual 
and supervisory, qualified for the 1952 pay addition.
Assistant engineers normally work under the direction of
executive engineers, who comprise the basic professional grade.
(3)
The latter and those above form a linked departmental class, 
salaries being the same as for the Treasury class of mechanical 
and electrical engineers employed in other Government depart­
ments. The pay of these professional postal engineers i.e.
moves in line with that of their Civil Service colleagues
(
Rather than by reference to events in the Post Office.
(1) See Civil Service Arbitration Tribunal Award No. 147 (HMSO 
1951) p. 2.
C.S.A.T. Award No. 147. 
p) cf. p. 7 ante.
(4) The Engineering Department also employs a number of other 
(much smaller) categories, such as the submarine cable and 
motor transport grades.
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We have not given an exhaustive account of Post Office 
salaries. There are a number of supervisory posts - in 
particular various types of controller at national and regional 
headquarters - whose rates are mostly unconnected with those 
of the operative supervisory grades that have been reviewed. 
There also survive various old-style categories regarded as 
“r e d u n d a n t w h o  retain their own scales of remuneration. 
Further, there are some unestablished grades - temporary post­
women, for instance - and part-time staff such as auxiliary 
postmen and “allowance deliverers“. In general, all temporary 
personnel - of the manipulatives about 24 per cent were un­
established at the end of 1951 - receive the same pay as their 
established counterparts, though this is not necessarily true 
of service conditions.
Provincial Differentiation
The domain of the General Post Office is Great Britain and 
Northern Ireland, but here again salaries are differentiated 
according to an officer * s precise location. The classifica­
tion for this purpose has been adjusted from time to time; 
Immediately prior to June 1946 there were five sets of rates 
for the majority of manipulative grades. In June 1946 a
(I) cf. Civil Service Arbitration Tribunal Award No. 40 (HMSO
1938).
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four-tier system was instituted, providing for London, class
I, class II and class III scales: hand in hand with this a
(1)
number of post offices were upgraded. Wnat therefore emerged
from the 1946 reorganisation was that London scales applied
in the London Postal Area; class I rates at 60 head offices
both in the neighbourhood of London and in large provincial
centres; class II scales were payable at the 314 head offices
next in size (medium-sized towns) and class III rates at the
(2)
remaining head offices in small towns and rural areas.
This four-fold classification was abolished in June 1951, 
since when the Civil Service three-tier scheme has been applied 
to all Post Office manipulatives and their supervisors. The 
main purpose of the switch was to reduce the differences 
between the remuneration of London and provincial employees, 
which were certainly excessive by Civil Service standards.
As a result of applying the new deductions, postal workers out­
side London have had appreciable, and in some cases substantial^ 
pay increases. Thus, for the (majority of) manipulative rank- 
and-file provincial differentiation (end-1951) was 3s. per
week off the London rate in “intermediate^, and 6s. off that
. (3)
standard for “provincial”, staff : prior to June 1951 the
Salaried town sub-offices were given branch office status, 
rtl ^^(^'^iR^Gial sub-offices were mostly in class III.
10j For P .& T.O.s and radio operators (21 and over) the 
figures were 4s. and 8s.
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London postman*s maximum exceeded that of his class ill
colleague by 15s., while for P .& T.O.s and telegraphists the
(1)
differentials were 2Qs . and 21s. respectively. Supervising 
staffs in the provinces similarly gained substantial additions 
through the change-over to the Civil Service system.
The new classification was not then applied to head and
(2)
assistant postmasters; sub-postmasters and postmasters similar­
ly retain their separate systems. Also in a special position 
as regards provincial differentiation is t he Engineering 
Department, which provides us with yet another variation on 
the theme. For the rank-and-file there is - and has been 
throughout the post-war period - one rate for London and one 
lower rate applicable everywhere else; this pattern is equally 
in force for engineering inspectors and assistant engineers.
3ex Differentiation
Out of the total of 335,166 Post Office employees on 1st 
October 1951, women numbered 91,982. Most of the categories 
Reviewed have their female counterparts, though the tv/o sexes* 
duties are not necessarily identical. Women are not eligible
(3)
lor established posts in the postal (postman etc.) field; the
(1) For telephonists, and at points below the maximum, the 
differences were not so pronounced, 
was extended to them during 1953-4. 
w) Though there are auxiliary post women (part-time) and 
temporary post women (full-time but unestablished).
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Engineering Department, likewise, is almost exclusively “male”. 
There is a fair proportion of female first- and second-line 
supervisors, and women manage almost two-fifths of the 
“grocery-cum” type of establishment. However, none are to be 
found at the highest levels.
As regards pay, the general principle governing sex differ­
entiation in the Civil Service has applied equally in the Post 
Office : the norm has been for women* s maxima to constitute
80 per cent of the comparable male standard. The rule has
been for parallel grades such as P .& T.O.s and telegraphists
(1)
to provide for the same pay for boys and girls up to age 19,
beyond which women proceeded by smaller, and in some cases
fewer, increments than men to their own lower maximum. In
some instances the 4:5 ratio was strictly observed: this was so
(2)
for P .& T.O.s for example. For telegraphists and telephonists 
the woman* s maximum constituted about 77 per cent of the male
Rate; in "provincial” areas the differential was usually 1 per
cent wider. Among supervising staffs the ratio was again 
approximately 4:5 - somewhat less favourable (to women) in the 
telegraph fieldjthough for higher telephone grades the
(1) In the case of telephonists, women are recruited as 
, juveniles, but men not until age 21.
\2) All ratios are calculated on the rates current at end-1951.
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(1)
differential was smaller. The only category to enjoy un-
2^)
differentiated salaries were sub-postmistresses: no-one
apparently thought of paying them 80 per cent of 3^d. for the
(3)
issue of a postal draft. Equal pay "for equal work " is now
in the course of bein,o; introduced.
Allowances
The more important allowances payable over and above scale 
salary have already been outlined. Some others that may be 
mentioned - the list is not exhaustive - are additions for 
postal staff at Buckingham Palace and the House of Commons, 
for postmen and allowance -.deliverers for the use of a private 
cycle, and for those training new recruits. A few tele­
phonists at some of the smaller exchanges are employed on 
"sleeping" duties outside normal hours, for which they receive 
a "disturbance" payment of 5d. per call, subject to a minimum 
of 12s. and a maximum of 17s. a week. There is also a scheme 
of cats* maintenance allowances - post Office mice necessitat­
ing Post Office cats - but in spite of a "certain amount of 
industrial chaos in the Post Office cat world" and "a general
wage freeze since July 1918" to #iich the Assistant post-
(4:)
master-General admitted in the House, there have been no 
complaints.
• womaii .chief, superv;V3or * s minimum here., was about 89^ and 
-er maximum about 50% or that or her male colleague.
And caretalœr operators. ^
is31 "scale payment" in the smallest type of sub-office. 
^f> 18.5.1953, H.C. Deb. 513, 4-5.
- 470 -
The amounts of the allowances quoted throughout thh
(1)
chapter were introduced with effect from June 1947, when a 
major revision took place. As far as supervisory staffs are 
concerned, additions for chargeship e tc. were more common 
prior to that date, especially in London; they are now paid 
only where, though not justifying a higher grade, a duty is 
markedly superior to those generally appropriate to that 
category. Post Office allowances now vary only in accordance 
with the time spent on the particular task; formerly they 
differed also according to locality and sex.
Hours and Overtime
Hours of duty for the manipulative rank-and-file are 48 
a week, except for girl telephonists and telegraphists under 
16 for #iom they are 44. No such uniformity exists for senior 
staff, where they vary from 42 to 48 according to grade and 
locality and, in some instances, sex. Thus an assistant 
inspector (postal) works 48 hours wherever he may be located; 
tut inspectors and chief inspectors do 42 in London and a few 
provincial offices and 44 elsewhere. Again, counter and 
vmiting overseers have a 48-hour week, except women in London 
and at the same ^ 2ej provincial offices; they work 42. Hours 
lor head postmasters are not defined. All the schedules 
quoted are gross, i.e. inclusive of meal intervals.
(I) They have now been increased.
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Manipulative grades are required to attend on six days,
though in London and at certain provincial offices some staff
on writing duties are allowed a privilege half-holiday on
Saturday afternoon. There is a special t ime allowance for
night duty, the net effect of which is that those on night
shift need only put in 42 hours to satisfy the requirements of
their 48-hour week. However, no cash allowance is made.. All
officers below the rank of superintendent are eligible for
overtime payment ; during the Christmas period superintendents
also qualify. The standard rates are 1^ for all excess hours
up to 54, 1-g for attendances between 54 and 60 hours, and
(1)
double time thereafter. The amount of overtime worked varies, 
senior staff doing little in practice.
On the whole, there has been a great improvement over pre­
war as regards Post Office v/orking schedules. Then many post­
men began work at 6 in the morning and did not finish until 10
at night - a "covering period" of 16 hours. Split duties 
have now been entirely abolished in London and materially 
reduced in other urban areas; all those still subject to them
are granted a time allowance if the "covering period" is more
(2)
than 11 hours a day. We may add that the Royal (Priestley) 
Commission did not recommend any change in the hours (or annual 
leave) of Post Office workers.
(1) Subject to a maximum hourly rate. Sunday duty is paid for 
at time-and-a-half. All those ineligible for normal over­
time but working at least 45^ hours qualified for the Civil 
Service extra-duty and long-hours alj^owances.
(2) Postmen in rural areas may receive a small payment in
respect of "booked off" periods.
f — 47 2 — .
Annual Leave
Annual leave is anything from 12 to 36 days according to 
grade and, in some cases, length of service. All the establi­
shed manipulative rank-and-file other than cable room tele­
graphists and P .& T.O.s receive 14 working days, increased - 
except in the case of postmen - to 21 after 5 years* established 
service. Gable room telegraphists and P.8c T.O.s have 18 days, 
raised to 24 after 5 years* employment. First- and most 
second-line supervisors are entitled to 24 days, but top super­
visors enjoy more generous leave schedules. Thus in the 
counter and writing supervising hierarchy overseers receive 24 
days, assistant superintendents 28, but superintendents and 
chief superintendents 36. " The normal public holidays are 
granted in addition.
Uniform '
Uniform is supplied free to postmen, P.H.G.s and their 
supervisors up to and including the rank of inspector. It is 
similarly provided for other senior personnel directly in 
charge of uniformed rank-and-file staff. Suitable clothing is 
also granted, where necessary, as a protection against weather 
OR dirt. Postmen under 18 are supplied with footwear, if 
employed on outdoor work.
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Every established postal employee is practically assured 
of continuity of employment. Superannuation provisions are 
as for the rest of the Civil Service.
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Chapter 12
THE BRITISH BROADCASTING CORPORATION
Broadcasting - alike of sound and vision - is regulated in 
Britain under powers, conferred on the Postmaster General by the 
Wireless Telegraph Acts. The first licence in 1922 was given 
to a private concern - the British Broadcasting Company - but 
in 1926 this was replaced by the British Broadcasting Corpora­
tion, charged with the duty of carrying on the new medium as a 
(1)
public service. The conditions under which the Corporation 
operates are prescribed both in a Charter and in a "Licence 
and Agreement ", the latter dealing (inter alia) with the pro­
portion of net licence revenue returnable by the Postmaster
General to the Corporation - 85 per cent when the current
(2)
Licence was drawn up. liVhile the formal power of the Govern­
ment over the B.B.C. is extensive, it has become agreed policy
that the Corporation should, in peace-time, have complete
(3)
independence in the day-to-day conduct of its affairs, though 
the Overseas Service, financed by a direct parliamentary grant- 
in-aid, is in a special category.
(1) Cf. -preamble of original Charter of Incorporation, Cmd. 
2756, 1926 (PP 1926, XXIII) and current Charter, Cmd. 8605 
(HMSO 1952). See s. 3 of latter for Corporation’s objects 
in full.
12) Cmd. 8579 (EMSO 1952). Financial arrangements have since 
been modified.
Gf. Memorandum on the Report of the Broadcasting Committee, 
1949, Cmd. 829l‘ Th MSO~ 1951 ) para. 8.
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Under the Charter the B.B.C. consists of nine Governors, 
including the Chairman, Vice-Chairman and national Governors 
for Scotland, Wales and Northern Ireland; they serve for a 
limited number of years. The executive head of the Corpora­
tion is the Director-General, under whom are six directors; 
actual responsibility for the running of services is devolved 
to controllers and t h r o u ^  them to heads of departments, pro­
ducers^ te clinicians and administrative staff. It is B.B.C.
policy, as well as a requirement of the Charter, to delegate
(1)
authority to the greatest possible extent. For broadcasting 
purposes the United Kingdom is divided into seven areas ;
London and the Home Counties covered from headquarters, and 
six regions.
B.B.C. personnel and negotiating machinery; B.B.C. person­
nel can be divided into "staff" and "performers". The former 
term embraces full-time workers responsible for planning, 
directing and servicing the programmes, whether remunerated by 
salary or wage. The "performers", on the other hand, are not 
employees in the ordinary sense; they are the artists and
speakers, large numbers of whom are engaged (mostly) on an
( 2 )
Q-n hoc basis and paid "by the piece".
cf. Annual Report and Accounts of the British Broadcasting 
Corporation for the jeor 1951-52, Cmd. SgBo (UmSO 1952) p #
83; Cmd. 8605, op. cit. s. 13(9); and Report of t h e ,Broad- 
c as ting Committee, 1949 (Beveridge Committee Re]pbrt ), umh. 
8116 (HMSO 1951) para. 213.
12) The distinction is not complete; announcers e.g. perform at 
the microphone as part of their (staff) duties.
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Article 15 of the current Charter - there was a similar
clause in the 1946 but not in the earlier documents - makes it
incumbent upon the B.B.C. to conclude agreements with
appropriate organisations providing for machinery for (a) the
negotiation of terms and conditions of service and (b) the
discussion of matters affecting safety, health and welfare and
other items of mutual interest. As far as staff is concerned,
the Corporation, until recently, gave sole recognition for
(1)
these purposes to the B.B.C. Staff Association, membership of 
which is open to all except performers. This exclusiveness
(2)
on the part of the B.B.C. attracted a great deal of criticism;
hov/ever, following the recommendations of the 1949 Broadcasting
Committee, the recognition =of other unions is being given con-
(3)
sidération. Disputes are referred to a special arbitration
(4) 
tribunal.
Artists and others, engaged on ad hoc contracts or as 
permanent members of the B.B.C.*s orchestras etc., cannot join 
the Staff Association. For them outside unions have always 
been recognised, the Corporation having a Standing Joint
(1) Now known as the Association of Broadcasting Staff.
12) cf. Beveridge Report, op. cit. paras. 468-9. See also
26 .5*711^60, H .Û . D e b .' 475, 2470-90, one of the many occas­
ions on which the matter was raised in Parliament.
15) The first outside unions - the National Union of Journalists
^ d  the Electrical Trades Union - were given recognition 
in 1955.
(4) Two disputes, reported by non-recognised unions in 1950,
were referred to the National Arbitration Tribunal (Award
Nos. 1398 and 1399).
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Committee with the British Actors Equity Association, a 
Standing Committee representing the B.B.C. and the Society of 
Authors and a Joint Consultative Committee with the Musicians* 
Union.
(1)
Staff
The total staff employed by the Corporation on 31st March
1951 numbered 12,413, of vdiom 7,450 were established and
4,963 temporary. Some 150 were serving outside the British
(2)
Isles. A broad grouping by type of work is given below;
B.B.C. staff by type of work 
as at 31.5.195T
Programme and editorial 1,562
Secretarial and clerical 3,763
Engineering; technical 2,444
Engineering: manual 937
Other manual 1,788
Catering 432
Administrâtion and services 1,487
12,413
The breakdown by grade was as follows;
Monthly-paid staff 4,647
Weekly-paid clerical staff 3,763
Weekly-paid manual staff 4, 003
12,413
i'C* excluding “performers".
<>} ihese (and other; statistics were made available by courtesy
of the Corporation. The total differs from that given in 
the B.B.C.*8 relevant Annual Report, the latter relating to 
posts, not strength.
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Apart from its obligation to appoint a Director-General,
the B.B.C. is free to employ whomever it considers necessary
for the discharge of its functions, though it must afford to
the three National Broadcasting Councils the services of any
(1)
staff these may require. Admission to established posts is
subject, apart from conditions as to age, nationality and
physical fitness, to a qualifying period of two years. In
filling vacancies the B.B.C.*s policy is to advance those
already in the service; though the need for the infusion of
new blood is not overlooked, preference is given at every
(2)
point to internal promotion.
Salaries ; The pattern- of B.B.C. remuneration presents
some special features; though definite scales exist, there is
considerable flexibility in determining an individual * s precise
reward. _ Pay on appointment is, with certain exceptions, no
longer related to age; similarly, there are various schemes
which enable the Corporation to weight a candidate*s personal
(3) ^
qualifications over and above those of his post. There is 
also a system of non-recurring bonuses, which may be granted 
tor work of outstanding merit, long service and so on, while 
the payment of annual increments is dependent on a favourable 
report each year on the employee concerned.
(1) Cmd, 8605, op. cit. s. 14 and s. 12(9) and (10). The
Councils themselves select such personnel, though the
Corporation is their legal employer.
t\ PVfIng 1951-52 599 out of 691 monthly-grade vacancies were 
5) promotees.
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Clerical Grades
TABLE 50
The salaries for clerical staff are set out on Table 50. 
Grade DW is for trainees only. Those in C2W are engaged on 
elementary tasks, such as s t r aight f or war d copy typing; CW 
applies (inter alia) to telephonists and shorthand-typists.
B2W is normally the ceiling for clerical work entailing a high 
degree of accuracy but no special training; senior telephonists 
and junior secretaries are in this category. A proficiency 
test must be passed to reach this far.
The four levels just described constitute the junior staffs. 
BW is the first of the senior clerical grades and comprises 
those whose work involves -.some specific training such as book­
keeping or cataloguing. Telephonists supervising a busy 
exchange are normally to be found here. The duties of A2W 
Include certain executive-type functions and may entail sub­
stantial contact work outside the Corporation; most secretaries 
to heads of departments are in this class. The numbers in AW 
are relatively small, while AW Special is very special indeed.
A small number of secretaries - those to controllers and 
directors for instance - are outside the “weekly" range.
As shown on Table 50, entry to the three lowest clerical 
^iers is according to age where the recruit is 18 or under ; in 
all other cases it is at the "normal" or "plus" point, depending
qualifications and experience. There was a different system
Table 30
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BRITISH BROADCASTING CORPORATION
C l e r i c a l  S t a f f  
(Men and Women, U.K.)
Salaries as from 30»7*1951X
Grade DW C2W CW B2W BW A2W AW AW Special
Age entry 
points :
s.p.w. S.p.w. s.p.w. s.p.w. s.p.w s.p.w s.p.w. s.p.w.
Age 16 
& under 63/0 75/0
Age 17 69/0 82/6 97/6
Age l8 75/0 90/0 105/0
Increment 5/0 5/0 5/0 5/0 5/0 5/6 6/0 7/6
Merit entry 
, points:
Normal 80/0 95/0 110/0 125/0 140/0 148/0 156/0 170/0
Plus 85/0 100/0 115/0 130/0 145/0 153/6 162/0 177/6
Roof 100/0 115/0 130/0 145/0 160/0 170/0 180/0 200/0
* These salaries were increased by 10 per cent as from 1.11.1953, and 
have been further revised since.
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in 1946: for candidates for DW, for instance, there was then
"age pay" for all between 15/16 and 20, and in the case of
AW, for those 23 to 26 years old. Under post-war conditions
this often meant that remuneration was insufficient to attract 
(1)
younger staff. The present pattern - which is proving more 
satisfactory - was introduced in December 1948. The 1946 
scales were then consolidated, though maxima were not improved 
until July 1950, when revised salaries were introduced.
These rates, in turn, were superseded in July 1951 by those 
set out on Table 50.
Monthly-paid Staff
Among the monthly-paid staff are all of the Corporation's
more senior employees. It includes programme, editorial,
engineering and administrative personnel to whom a common 
system of grading is applied, the B.B.C. having its own system 
of job evaluation by means of which it equates the pay of the 
various categories.
(2)
Monthly-paid staff as at 51.5.1951.
Grade D 1,078
" C 1,175
" B1 1,453
(1) There was then an additional grade belov/ DW, but no AW Spe- 
cial. The former was abolished and the latter added in 1950.
12) Data made available by courtesy of Corporation. The numbers 
against each main grade include also those in the related 
"minus" grade (see p ost).
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Grade B 616
fi Al 185
rf A2 76
Ti A3 20
il A + 44
4,647
In September 1948 the minima of all monthly salaries were 
consolidât ed but there was then no rise at the maximum; in 
October 1950, however, very considerable improvements were 
granted all round. These scales, in turn, were superseded by 
those on Table 51^ below, vhich again represented a substantial 
advance.
TABLE 51
Here also the commencing salary used to be linked to age, 
with age pay from about 23/24 to 33/34. The present normal/  
plus/top system of entry was adopted in September 1948; it 
means that a candidate with special qualifications is allowed 
to start his B.B.C. career above the minimum. The scales are 
now quite short ; those who join at the "normal" point reach 
the'îcoof" after five years* service, subject to their passing 
the special "efficiency line". As a rule, this is passed 
without hold-up, though a more exacting standard is demanded 
beyond. The "special awards" are simply a case of giving an 
employee one or two further increments over and above his 
normal ceiling - the "roof"; in exceptional circumstances a
personal grade" may be granted, i.e. above "special award"
Table 31
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BRITISH BROADCASTING CORPORATION
M o n t h l y  G r a d e s
(Editorial, Programme, Engineering, Administrative, etc.)
(Men and Women, U.K.)
Salaries (p.a.) as from 1.12.1951^
Grade D C- C B1- B1 B- B A1- Al A2— A2
£ £ £ £ £ £ £ £ £ £
Entry 
points!^
Normal 415 500 590 695 795 900 1000 1125 1255 1380 1485
Plus 445 535 630 740 845 955 1060 1190 1325 1455 1570
Top 475 570 670 785 895 1010 1120 1255 1395 1530 1655
Efficiency
line 505 605 710 830 ' 945 1065 1180 1320 1465 1605 1740
Roof1 540 645 755 880 1005 1130 1255 1400 1550 1695 l84o
vi 575 685 800 930 1065 1195 1330 1480 1635 1785 1940
Special
awards 605 720 840 975 1115 1250 1390 1545 1705 i860 2025
635 755 880 1020 1165 1305 1450 1610 1775 1935 2110
(1) "Top” and ”plus entry" points are not applicable above A1-.
* These salaries were increased by, 10 per cent as from 1.11.1953, have
been further revised since.
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level. On the other hand, there are the "minus" grades;
While posts are generally allocated to the main tiers - D, C, 
Bl and so on - individual jobs may be assessed at an inter­
mediate point and placed in the appropriate "minus" category.
(1)
How are the various grades applied? Grade D includes 
English monitors and booking assistants in the programme 
contracts department ; examples of grade G posts are make-up 
supervisors, studio managers (sound) and clerks of works 
(building). Bl comprises announcers, sub-editors in the news 
division and producers (sound); on the engineering side it 
covers senior control room engineers (London) and in the 
administrative sphere the head of the secretarial training 
school. In grade B are newsreaders, reporters as well as 
producers in the television service.
A few remarks may be added about producers, of whom there 
are some 200. The Broadcasting Committee of 1949 stated that 
they had received from a number of them evidence of dissatis­
faction with their position in the B.B.C.*s organisation, 
amongst other things due to their comparatively poor pay and
Dieak financial prospects. The producers had pointed out
(1) The examples that follow are representative of the main 
grades.
' ' R^sport, op. cit. para. 433. cf. also Report of the Broad­
casting Committee, 1949, Appendix H: Memoranda submitted
to the Committeej Cmd. Bllv (HMSO TÔB1) pp. 502-3' and p . 492.
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that the way of advancement within the Corporation was up the
administrative ladder and away from the studio; as a result
some of the most competent individuals had resigned from the
staff. The Committee showed considerable sympathy with these
complaints: it was for the Governors to see that producers
received a proper financial reward, which should recognise
their special responsibilities as the creators of programmes,
adequate to keep all those worth keeping, as well as hold out
reasonable prospects of advancement without necessitating a
(1)
translation into administration. As pointed out, producers 
are generally found in either Bl or B, Which (1951/53) means a 
"roof" of £1,065 or £1,330 a year.
The A categories represent 2.6 per cent of the Corporation*s
staff. In Al are the B.B.C. *s parliamentary correspondents;
A2 includes the head of school broadcasting, of the General
Overseas Service and of talks, television. There are two
grades above bhis level - A3 and A+, the former covering (Inter
alia) the headj of news output, T.V. films and the drama depart-
ment. It is the programme head who is responsible for the 
character, compilation and presentation of each programme;
bis functions have been described as analogous to those of a 
newspaper editor.
Beveridge Report, op. cit. paras. 433-4.
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At is an omnibus grade comprising all the top-rank 
officials of the Corporation. The six directors, the region­
al, and the programme controllers are in this category; so are 
the Corporation*s solicitor, chief engineer and controller of 
finance. Details of remuneration are not known, being fixed 
individually by the Governors; average pay of those in At on 
31st March 1950 was £2,773 per annum. The 1949 Broadcasting 
Committee concluded that the desire of the Governors not to 
make these salaries public property was justified: in filling
an important post the Corporation might want to adjust remunera­
tion downwards on making an experimental appointment, or up­
wards to make certain of getting some proved man; such flexi­
bility would be difficult ;if the salary earned by the previous
(2)
holder had been published.
The 1951 figures set out on Tables 50 and 51 remained in 
operation until November 1953, when the B.B.C. announced that 
the majority of monthly and all weekly paid secretarial and 
clerical staff were to receive a rise of 10 per cent. The 
statement added that the effect of the increases would be to 
bring Corporation standards once again into proper relation­
ship with those of comparable employers elsewhere, who had
granted substantial improvements since the last B.B.C. adjust­
ment .
(1) Particulars for a later year are not available.
(2) Report, op. cit. para . 449.
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This brings us to our next point. The Corporation*s 
central establishment office sets out to ensure that salaries
are equitably assessed in relation both to internal responsi-/
bilities and to comparable rates of remuneration in force out-
(1)
side. As far as internal relativities are concerned, these
were given as the main reason why the B.B.C. preferred to
negotiate with the Staff Association alone; "The B.B.C. is
far better able to do justice to the various grades of its
staff relative to one another by negotiating with a staff
association than it could by dealing with a widening field of
individual unions whose criterion would be rates and conditions
(2)
in industries other than broadcasting". At the same time the
B.B.C. has declared it to-be a fundamental principle that it
should act as a good employer. "In fixing its standards the
Corporation has due regard to the salaries paid by the Civil
Service, nationalized industries and other public organisations,
and to those prevailing in professions such as teaching,
(3)
journalism, the theatre, music, etc.".
Insofar as the B.B.C. has taken account of external 
relativities, it has done so voluntarily - with one important 
exception. In renewing the Charter and Licence in 1946 the 
then Government stated that the Corporation had been informed
Appendix H . op. cit. p. 113,
(2) ibid. p, 100. See also Beveridge Report  ^ op. cit. para.
472.
Appendix H. op. cit. p. 113.
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that, while it was not rigidly hound to relate the salaries
and conditions of its permanent staff to those ruling in the
Civil Service, it should "pay proper regard to those of the
Civil Service and to the greater security offered by employ­
ment in a Public Corporation, as compared with employment in
(1)
most business concerns".
In its evidence to the 1949 Broadcasting Committee, the
B.B.C. stated that "in general terms the Corporation has
(2)
adopted the policy laid down in the Ytfhite Paper". However, 
it asked to be relieved from the obligation, feeling strongly 
that the requirement did not accord with official policy as 
laid down by the Lord President of the Council in the Commons
(5)
in 1946, when he said that the appointment and remuneration 
of the staff of the socialised Boards were functions of manage' 
ment and that the Boards should have the same freedom and 
privacy in this respect as any other commercial undertaking. 
The Treasury comment on this was that the parallel drawn 
between the socialised boards and "any other commercial under­
taking" could hardly be taken as applying automatically to the 
b*B,C.; more stringent control of salaries was applied to non­
trading than, to trading bodies, and it seemed reasonable that
the Corporation should occupy an intermediate position. The
W  Beverid..g:e Report, op. cit. para. 446.
Agp.endix: H, op. cit. p. 92.
In point of fact, 1947: see 12.6.1947, H.C. Deb. 438,
1329-31.
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& i t e  Paper policy represented "a very suitable balance between
too detailed control on the one hand and too great a departure
on the other from the conditions of employment which apply over
(1)
the main field of the public service".
The 1949 Committee, however, sided v/ith the B.B.C. and
(2)
recommended that it be freed from the White Paper requirement. 
The first Government Memorandum on the Committee*s Report (July 
1951) accordingly stated that the Government would not wish to 
repeat their statement o f  1946, "nor, in fact, have they sought 
to impose a rigid control in these matters under the existing 
obligation". Nonetheless, it was important that the Corpora­
tion should consult the Government freely on wages policy and
kindred matters and take account of the general policy which
(5)
the Government might from time to time be pursuing. The
second Memorandum on the Beveridge Committee *s Report - issued
after the change of Government in May 1952 - stated simply that
“in fixing the salaries and conditions of the staff the B.B.C.
should take account of the Government * s general policy on wages
(4)
and kindred matters"; the Corporation then is still not an 
entirely free agent in determining its levels of reward, even 
though no longer required to model these on liVhitehall standards.
Appendix H. op. cit. p. 271.
? Beveridge. Report, op. cit. paras. 447-8 and Re com. 85, p.198. 
3) rmrd. 82§1 ( M iBU 1951) para. 45.
( 4 ) (inicL. (3I5(5() ( EÜüGSO ]_9E)2!) jp a jra .. 257.
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Y/e may add that the Charter itself has been silent on the
subject throughout; the phrase in the current, as in the 1946,
document is simply that the Corporation shall fix such rates
(1)
of remuneration as it shall consider proper.
The Beveridge Committee did not express an opinion on the
adequacy or otherwise of B.B.C. salaries as a whole, unlike
their predecessor - the Ullswater Committee of 1935 - who devoted
a few cautious remarks to the subject. Ullswater stated that
the remuneration of the lower ranges of B.B.C. staff appeared
to be adequate: "We understand that there is little, if any,
complaint on that score". As regards the salaries of those
in the higher positions, these "do not, we are informed, exceed
those paid in similar positions under private enterprise, but
(2)
they are in excess of those paid in the Civil Service". 7i/hat 
precise relationship ought to obtain between these different 
fields of employment, the Ullswater Committee felt to be out­
side their terms of reference.
The "Performers"
As well as its regular staff, the B.B.C. employs large numberg 
of performers - actors, musicians, variety artistes - the great
(T) cf. Cmd. 8605, op. cit. s. 14(3) and Cmd. 6974, op. cit. s. 7.
(2) Report of the Broadcasting Committee 1935, Cmd. 5091 (HMSO 
T5BB“)”para. 36.-------------:------------------
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majority being engaged ad hoc without further obligation on
either side. Some, however, fall into a second category
known as "programme contract staff"; they include members of
(1)
the B.B.C.*s orchestras, choirs and repertory companies and are
paid weekly salaries. Performers are employed on contract,
some 145,000 of these - involving over 35,000 people - being
(2)
issued during a recent year.
Standing Orchestras, etc.
Minimum rates for the 450 or so musicians belonging to the
B.B.C. *s standing orchestras are fixed by negotiation with the
Musicians* Union. For (full-time) rank-ahd-file members of
the Variety, Revue, Midland Light, Northern, Scottish and
Welsh Orchestras, the 1946 minimum - not revised until 1953 -
was £13 a week; for principals it was £15. In the Concert
(3)
Orchestra the salary was £14 for the rank-and-file, £15.10.0
(3)
for sub-principals and £17 for principals. In the B.B.C.
Symphony Orchestra the rank-and-file received £15, but the
remuneration of principals and sub-principals - more than two-
(4)
fifths of B.B.C. musicians are graded as principals - is here 
negotiated individually with each player. The standards
(1) As well as individuals working under quasi-staff conditions 
such as script-writers.
§] Report 1952-53. op. cit. p. 47.
' ™  nill8 cas'e" the' higure includes increases subsequent to 
April 1946.
(4) i.e. out of 446 musicians in B.B.C. standing orchestras at 
the beginning of 1953^198 (44/) were principals.
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quoted related to working hours of 144 per 4-weekly period and 
they applied to broadcasting in both sound and television; 
where the artist is required to appear in the T.V. picture, he 
is entitled to a further payment "per appearance". Musicians 
usually earn adcitional fees for overtime, for "repeat" broad­
casts as well as in respect of private coaching; on the other 
hand, they must provide their own instruments.
A claim by the Musicians’ Union that the 1946 rates should
he increased by one-third was referred to the Industrial Court
(1)
in 1953. The Union contended that a post in one of the 
B.B.C. orchestras - as in one of the outside symphony, opera
(2)
or ballet orchestras - was among the highest to which musicians
could aspire; the twelve or thirteen hundred serving in these
(3)
were the cream of the profession in the country. If the few 
hundred practitioners who had climbed to the top in other 
fields were to be remunerated on the level of B.B.C. musicians, 
there would be general agreement that they were being in­
adequately paid. The Corporation maintained that the existing 
minima were already appreciably higher than those applicable 
in comparable combinat ions : the rank-and-file rate for the
Halle, Liverpool Philharmonic, London Philharmonic and Scottish 
National Orchestras, for instance, awarded by the Industrial
(1) Industrial Court Award No. 2435 (IQÎSO 1953) which see for 
details of claim.
2) Other than those in the world of dance music, 
w) Industrial Court Award No. 2435, op. cit. p. 3.
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(1)
Court a few months previously, was £11.10.0. (These figures
relate to a considerably shorter week, however, and certain
supplements may be payable.) The Court awarded that the
existing B.B.C. salaries for full-time musicians should be
(2)
increased by £2 as from the end of February 1953; hours should
(3)
be reduced from 144 to 132 per 4-weekly period.
The remuneration of the B.B.C.*s Opera Chorus, consisting
of 28 artists, was raised by the Industrial Court to £11 per
(4)
week as from 12th March 1951. There are here no grade 
distinctions. As regards the actors and actresses forming 
the B.B.C. Repertory Company, there is no salary or minimum 
rate agreement, pay being, negotiated with each individual 
according to his professional status and "market value".
Ad Hoc Performers
Studio fees for musicians; The question of casual studio 
fees for musicians was, together with other matters of dispute
(1) ibid. p. 6. The Award referred to is No. 2421 (Musicians’ 
Union and Orchestral Employers’ Association), HMSO 1952.
(2) The minimum rates for part-time musicians (96 hours per 4 
weeks), which were then £10.10.0 for principals and £9 for 
others, were increased by £1.5.0.
(3) The Court found against the claim of the Union that tele­
vision should be regarded as a field of employment separate 
from sound broadcasting; members of B.B.C. orchestras 
therefore continue to be required to perform for both media
(4) Industrial Court Award No. 2356 (HMSO 1952). These 
figures had not been revised b y  the beginning of 1954.
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between the B.B.C. and the Musicians’ Union, referred to an
independent committee - under the chairmanship of Mr. J.
(1)
Forster - appointed by the Minister of Labour in 1948. Pay­
ment for this type of performance differs according to locality,
type of orchestra and grade of musician; in each case it covers
(2)
a rehearsal and the actual performance on the same day. The
rates laid down by the Forster Committee as from 1st December
(3)
1948 were, for symphony and similar orchestras in the metro­
polis, £3 for principals, £2.15.0 for sub-principals and 
£2.10.0 for rank-and-filers; for London dance bands the fee 
was £3 irrespective of "rank". In the provinces the leader 
of a light orchestra receives £3 and his rank-and-file £2.6.0
per engagement; the leader of a provincial "semi-symphonic"
(^) -  ^ ' 
orchestra is paid £3.10.0.
In making their award the 1948 Committee rejected the B.B.C.’s 
contention that casual studio fees should continue to be 
related to those paid by other musical societies, for the reason 
that the standards which these could afford no longer constit­
uted a proper yardstick for B.B.C. remuneration. They like­
wise did not accept the Union’s proposed norm - the pay of
(1) Ministry of Labour and National Service, British Broad­
casting Corporation and Musicians’ Union; Report of the 
Didependenb Committee \.. (h 'MSQ 1948) .
(2) Not exceeding three hours'.
(3) And still operative by the beginning of 1954.
(4) If the musician is required to be seen in the televised 
picture, an additional 4s.6d. is paid.
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those engaged by film and gramophone recording companies - 
on the ground that the latter, "all of which are commercial 
undertakings run on a profit-making basis", secure, unlike the 
Corporation, all the rights in the recorded performance. 
However, the Committee made clear that in their view B.B.C. 
fees had not kept pace with the increases granted in the pro-
CD
fessions and industry generally.
The fees for members of singing choruses, agreed with the
British Actors Equity Association in 1951, were £1.11.6 per
performance and £1.1.0 per rehearsal. In the case of ad hoc
television artists - such as ballet dancers, dramatic artists
(2)
or ice skaters - there is a minimum of £5.5.0 per performance 
(including one rehearsal), with additional payment for each 
extra rehearsal.
There are no agreed minima for variety artists or speakers,
nor for actors in sound broadcasting. It should also be
emphasised that the rates described above - our account has
(3)
not been exhaustive - relate to rank-and-file performances and 
are not intended as adequate remuneration for, say, members
(1) Report, op. cit. paras. 50-55 and 61.
(2) Increased to £6.6.0 as from 3.11.1954. A substantial 
part of an artist’s remuneration here consists of payments 
for rehearsals,
(3) There are agreements dealing e.g. with second "live" trans­
missions, recorded " r e p e a t s a n d  relay broadcasts.
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of the hetter-grade dance hands or for actors playing 
featured roles. In these cases payment varies widely 
according to type of engagement, the time involved and 
the professional standing of the individual. In the 
middle range there is a large number of actors, musicians 
and variety artists whose normal fees lie between £10 
and £50 for a sound broadcast, possibly involving no more 
than two days’ work. Those who are employed for television 
programmes, involving lengthy rehearsal, receive consider­
ably higher amounts, while artist of the front rank, 
including international celebrities, are paid anything 
from £75 to £150 or more. At the other end of the scale, 
boys singing in a church choir receive 5s., and there is 
a variety of minor contributions for which sums up to £10
are granted. The majority of fees for talks, including
(1)
composition and delivery, are between £5 and £30.
Generally speaking, the B.B.C. aims at relating per­
formers’ fees to those in force outside the Corporation: 
professional standards in the entertainment world, rather 
than ’public service’ considerations, are here the primary
(1) The above information is based on that given in Appendix 
H, op. cit. pp. 164-5, and can be taken as still substan­
tially accurate as at the beginning of 1954.
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determinant of the level of remuneration. "Artists and 
speakers are entitled to expect fair payment", the Cor­
poration said in the course of its evidence to the 1949 
Broadcasting Committee, adding that the B.B.C should 
not he regarded as a more or less unlimited source of
income or as a means whereby deficiencies from other fields
(1)
of employment could be automatically made up. Not surprising­
ly, some of the unions see matters in a different light.
Thus Actors’ Equity maintained that the scale of payment 
to artists in broadcasting, particularly in the Regions, 
was arbitrary and low. The Radiowriters’ Association 
claimed that the then basic fee for talks of a guinea a 
minute, plus a certain percentage calculated according to 
the B.B.C.’s secret estimate of an author’s standing, could 
be a very inadequate return for the time and work involved. 
Again, the Association of Cinematograph and Allied Technicians 
representing those on the technical side of film production - 
stated that though there had been very substantial increases
in Corporation salaries v/ithin the last two years, these still
(2]
compared unfavourably with film rates.
(1) cf. Appendix H, op. cit. pp. 62 and 68.
(2) Ibid. pp. 503, 493 and 487.
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Sex and Provincial Differentiation
Of the 12,413 staff in the B.B.C. 5,306 - about 43 per 
cent. - were women. The majority were secretaries and cleri­
cal and administrative assistants, though there is a small 
number of women producers, sub-editors, script writers and so 
on. No discrimination in salaries is made either for staff 
or performers, with the sole exception of catering workers 
whose remuneration is related to that laid down by the Cater­
ing Wages Board.
In general, rates of pay and service conditions in the 
Regions are the same as those in London; there is here no 
system of provincial differentiation. This, however, is not 
always true of performers’ contracts. Staff are normally 
liable to serve in any part of the United Kingdom and to travel 
abroad as necessary.
H o u r s
The normal hours of work for non-manual staff are 43; 
this includes the lunch interval as well as three hours on 
Saturday on which attendance is in fact frequently excused. 
Clerical and allied categories are eligible for time off or 
®xtra duty pay" for hours above 44; the latter is approxi­
mately at time rate though meal allowances are granted in
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addition. Monthly grades qualify for compensatory leave in 
certain circumstances but not for overtime pay. Certain 
personnel may be called upon to work in shifts, while hours 
for programme staff are of necessity irregular.
Annual Leave
Holidays for non-manual grades are three weeks a year, or 
four where salary is above a certain limit. Two days’ casual 
absence per annum (or equivalent) may be granted in addition, 
as well as special leave at Christmas and on Bank Holidays.
As regards performers, no question of leave arises except in 
the Case of "programme contract" staff; these are more or 
less treated like other salaried personnel.
(1)
Sup er annuat 1 on
All staff established since 1st October 1947 must join
the B.B.C.’s New Pension Scheme. Employees contribute 5 per
cent, on the first £400 of pay and 7-g- per cent, on any
remuneration in excess of this; pension equals 1/75th of the
(
first £400 of retiring salary and 1/60th of any figure above
(1) For details see Appendix H , op. cit. pp. 115-118.
(2) i.e. average during last 5 years of contributory service
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this in respect of each year of contributory service. Those
established before October 1947 belong to the earlier London
Life and Interim Schemes. In the case of termination of
appointment - but not retirement, resignation or summary
dismissal - a lump-sum payment of up to one year’s salary,
(1)
known as "security pay", is granted.
A provident Fund is in existence for those belonging to 
the B.B.C.’s orchestras and certain other "programme contract" 
staff. Membership is obligatory - after a qualifying period 
of two years - for all musicians who have joined one of the 
established orchestras since April 1949.
Various welfare services have been built up over the years 
and now cover a wide range including canteens, hostels, clubs 
and so on. There are also detailed provisions governing such 
matters as the reimbursement of expenses in case of transfer 
from one Corporation centre to another and allowances in 
respect of short spells away from "base".
(1) Under the two older schemes this accrued in all cases of 
retirement as well as of termination of employment.
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Chapter 15
THE COAL INDUSTRY
Coal was the first major industry to be nationalised in
(1) (2) 
the post-war period, the Coal Industry Nationalisation Act
being passed in 1946. It set up a National Coal Board, whose
duties have been sumiiiarised as the working and getting of the
coal of Great Britain and the efficient development of the
(3)
industry in the public interest. On 1st January 1947 it took 
over the assets of some eight hundred colliery companies, and 
the industry passed formally into public ownership.
While the National Board alone has overall responsibility,
its chief executive agents are the Divisional Boards. These
in turn delegate managerial control to the Areas, which are
the main units of business management. Each Area is in
(4)
Charge of a group of collieries - the basic operational units
(1) For a discussion of personnel problems (including salaries) 
in some pre-war public corporations see W.A. Robson, ed.. 
The British Civil Servant (Allen & Unwin, 1957) p. 127
and pp.
(2) 9 & 10 Geo. 6. c. 59.
(3) cf. National Coal Board, Annual Report and Statement of 
Accounts for the year ended 51st December 1946 (HMSO 1948) 
para. 2.
(4) An intermediate level - The Group - has since been created 
between Area and colliery.
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for production. There v/ere nine Divisions, 49 Areas and 896
collieries producing coal under the N.C.B. at the end of 1951.
The average (standardised) number of wage-earners was then
698,600, and there were 40,400 non-industrial employees,
including clerical and administrative grades, engineers and
specialists of all kinds as well as colliery managers and
(1)
other production personnel.
When the mines were taken over, all but a few of the
former colliery companies' staff came into the service of
the National Board. "They were drawn from hundreds of companies,
large and small, prosperous and unprofitable, progressive and
backward, and they were serving on hundreds of sets of con-
(2)
dit ions". In many cases emoluments were partly in kind in the
form of perquisites; a few participated directly in the profits
of their concern or drew bonuses when the latter had a good
year's trading. There were the widest variations in rémunéra­
is)
tion for similar jobs.
Clerical and Junior Administrative Staff
The clerical and junior administrative group is easily
(1) National Goal Board, Report and Accounts for 1951 (EMSO 
1952) Appx. I, p. 189 and para. 354.
(2) ibid. para. 326.
(3) National Coal Board, Annual Report and Statement of Accounts 
for the year ended 51s't 'ïjecember Ï94Y (Hlfeo 1943) para. 112.
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the largest sector of non-manual staff employed by the Goal
Board: there were 25,877 such workers on 31st December 1951
at Divisional level and below; another 1,026 were at London
headquarters and headquarters-controlled outstations. The
(1)
first agreement was concluded in February 1948, the rates
being settled, in the words of the Board, "after careful
review of those paid in the industry before nationalisation
(2)
and those paid outside". The scales were applied with 
retrospective effect from 1st July 1947.
Early in 1951 increases of between IQs. and £1 a week
were claimed by the unions, based on the higher cost of
living as well as the then recent improvements for mine-
workers and others. The Board rejected the demand for a
general rise, though offering a small addition for juveniles;
the industry’s National Reference Tribunal subsequently
awarded in favour of the Board. After some sporadic strikes
and further negotiations a new agreement was signed operative
from 24th August 1951, introducing both changes in the grade
(3)
structure and enhanced pay; it applied to all full-time
(1) Identical agreements were signed with the National Union of 
Mine worker 8 and the Clerical and Administrative Workers ’ 
Union.
(2) 1951 Report. op. cit. para. 331.
(3) And differing from the award of the Tribunal in several 
respects.
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indoor and outdoor clerical workers at divisional level and
(1)
below. Indoor staff includes typists, machine operators as
well as clerks proper; among the outdoor categories are
(2)
timekeepers, wagon, truck or tub-weighmen, colliery store­
keepers, outdoor landsale clerks and any other grades that 
may be agreed upon. The majority of clerical employees are 
at collieries and Area offices; the rates are shown on 
Table 52.
TABLE 52
The 1951 agreement was designed to make the clerical 
structure more flexible. Under the earlier system a grade 2 
clerk had an age scale up to 27, at which point he also 
reached his maximum; age pay now stops at 21 for indoor 
workers and the scale has been lengthened at the same time. 
While the rates for indoor and outdoor staff - the distinction 
dates from 1951 - are identical to begin with, the span covered 
by indoor grades 2 and 1 is divided into four outdoor 
categories, so that the two hierarchies diverge at the more 
senior levels. Those deserving a higher classification than 
outdoor grade A are paid as clerical officers.
(1) Unlike the earlier agreement which formally only covered 
those at and below Area level.
(2) Unless classed as "indoor".
Table 52
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COAL INDUSTRY
Clerical and Junior Administrative Staff 
(Men, Gt. Britain: Divisionai^ievel and below)
Salary Scale as from
1 .7 . 1 9 4 7
s. p.w,
Clerk grade II 
Age 15 38/6
16
17 36/6
18 67/0
19 ?7/0
20 82/6
21 100/0
22 106/0
23 112/0
24 118/0
23 123/0
27 and over I3O/O
Clerk grade I
113/6 X 6/0 - 137/6
F i n a n c e  d e p a r t ­m e n t ,  g r a d e  1 2
Assistant staff 
officer
F i n a n c e  d e p a r t -  m e n t ,  g r a d e  1 1
Salary Scale as from 24.8.1931X
£ p.a.
400x20-300
410x20-390
300x20x660
Indoor Clerical Staff
Clerk grade 2
Age 13 
16
17
18
19
20 
21
s. p.w.
43/0
33/0
63/0 
73/0
84/0 
90/0 
108/0
114/0 
120/0 
126/0 
132/0 
136/0
140/0(2^
143/0
150/0 (3)
Clerk grade 1
124/6 X 6/0 - 172/6 (4)
£ p.a.
Clerical officer
Grade 3 440x20-540
xlO-550
Grade 2 500x20-640
Grade 1 590x20-710
Outdoor Clerical Staff 
s. p.w.
Clerk Grade D
Age 15 45/0
16 53/0
17 63/0
18 75/0
19 84/0
20 90/0
21 108/0
22 114/0
23 120/0
24 126/0
25 132/0
26 136/0
27
and over 140/0 
Grade C
140/ X 5/0 - 150/
Grade B
150/ X  5/0 - 160/
Grade A 
160/ X 3/0 - 170/
X 2/6 - 172/6
Formally, the 1947 scales applied only at and below Area level.
(2) Granted two years after reaching l40/0. 
t3) Granted five years after reaching l4o/0.
(^) Exceptionally, the maximum may be increased by up to 10/0 per week. 
All scales were increased as from 26.3.1952, and have been further
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Copy typists and machine operators receive not less than
the^c 1erk grade 2 scale. Shorthand-typists are paid that
rate plus at least 5s.; individual machine operators whose
work is particularly complex may likewise get an allowance.
In effect, therefore, the agreement merely lays dovm minima
for these categories, the amount paid in excess of the clerk
grade 2 salary being settled at divisional level. There was
(1)
no such latitude under the 1948 settlement. The 1951 stan­
dards were amended - by mutual agreement - with effect from
(2)
end-March 1952.
Manag ement Staff
Management staff in the coal industry had no trade union 
prior to nationalisation. Initially, therefore, the Coal 
Board had to devise national rates single-handed, standard 
salaries being introduced for mining, finance, scientific, 
legal and administrative workers in 1947 and for marketing, 
labour and welfare personnel in 1948. Since then the 
British Association of Colliery Management (B.A.G.M.) has 
been formed and become recognised as representing most 
managerial and professional v/orkers from colliery under- 
manager upwards; the earlier rates have therefore been
(1) Copy typists were then paid on the grade II scale, and 
shorthand-typists a fixed 5s. above.
(2) The rates have been further revised since.
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(1)
mostly superseded by formal agreements with B.A.G.M. A  
number of these we shall review below.
Finance officials : An agreement concluded in August 1951,
applying retrospectively from 1st July 1950, covers staff 
employed in finance departments at headquarters. Division or 
Area level. The highest appointments are outside its scope.
TABia 53
For purposes of grading various rules have been laid down 
in the schedule to the (1951) document. At national head­
quarters, for instance, the chief financial and the chief cost 
accountant v/ould be in grade 5, a senior accountant in grade 
7, an accountant in 9, his deputy in grade 10. The only other 
personnel qualifying for the top classification are senior 
finance officers, though some of these receive higher salaries 
than are provided for in the agreement. As for staff at the 
lower levels of organisation, all Divisions and Areas have been 
ranked by the Board, the allocation of posts varying accord- 
ingly: a divisional financial or cost accountant would be in
grade 7 in rank I Divisions, in grade 8 in rank II, but in
(2)
graae 10 in rank III Divisions.
(1) In a few cases other unions are also parties to the agree­
ments .
(2) The highest classification at this level is reserved for
divisional chief internal auditors, who are in grade 6 if 
in a rank I Division.
Table 33
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COAL INDUSTRY
M a n a g e m e n t  S t a f f  
(Men, Gt. Britain^^^
RLnance Officials;
Range/Scale as from 29.4.194? 
Grade £ p.a.
Range/Scale as from 1.7.1950^ 
Grade £ p.a.
j 400 X 20 — 500 10A 670 X 23 - 870
i 300 X 20 - 660 10 720 X 23 - 970
h 673 X 23 - 875 9A 795 X 23 - 1,070
g 900 X 23 - 1,150 9 995 X 33 - 1,295
f 1,000 X 23 - 1,250 8 1,045 — 1,345
e 1,200 X 23 — 1,450 7 1,245 - 1,545
d 1,230 X 40 — 1,650 6 1,345 — 1,745
c 1,300 X 43 - 1,950 5 1,595 - 2,095
b 1,700 - 2,150
a 2,000 - 2,400
Administrative Officials:
Salary Scale as from 28.6.1947
A s s i s t a n t
A d m i n i s t r a t i v ea s s i s t a n t
Deputy adminis­
trative officer
A d m i n i s t r a t i v eo f f i c e r
Assistant
£ p.a,
Ran^e/Scale as from 1.1.1951^ 
£ p.a.
4lO X 20 - 590 Grade 6 66o X 25 - 835
600 X 25 - 750 Grade 5 820 X 30 - 1,:060
Grade 4 945 X 35 - 1,320
375 X 25 - 625 Grade 3 1,195 - 1,545
750 X 25 - 950
Grade 2 1,545 - 2,095
850 X 35 - 1,200
400 X 50 - 1,900
(1) For additional allowance payable in London see text. 
* All salaries have been further increased since.
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At Area level the chief accountant is the highest-rated 
appointment; he is in grade 5 in rank I Areas and in 6 - 8 
elsewhere. lOA posts are confined to Area offices.
A somewhat different scheme was in operation in 1947.
Ten tiers - j to a - then covered posts from £400 to £2,400.
An Area chief accountant was then in grade c, d or e. A
Divisional chief accountant was in b or a, i.e. on a salary
(1)
somewhere between £1,700 - £2,400 per annum; he is outside 
the scope of the current agreement.
An agreement covering administrative officials became
operative from 1st January 1951; the rates are set out on
Table 53. Secretaries of Divisional Boards are expressly
excluded; their deputies are to be placed in grade 3. An
Area secretary is normally in 4 or 3 but may be, exceptionally, 
. .in 2; in three cases he is usually allocated to grade 5.
Ill/here no ruling is laid down the National Board decides on the 
appropriate classification, subject to conciliation at the 
request of B.A.G.M.
An agreement for marketing staff, effective from 1st
(1) For details see 1947 Report, op. cit. Appx. V, p. 202.
(2) The South Eastern Division is in a special position.
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January 1951, provided for scales and ranges almost identical 
with those for administrative officials. Apart from nomen­
clature, the only difference is that there is no equivalent 
to administrative 3; hence the highest marketing grade 
covers a rather v/ider span than the top administrative tier, 
the maximum being £2,095 in both cases. Again, there are 
appointments at much higher levels than those covered by the 
agreement. Thus the head of the marketing department of 
each Divisional Board - called the director of marketing - is 
a member of that Board, details of whose remuneration are not
available, though we know that his deputy»s 1947 salary was
, (1)
between £2,250 and £3,000 per annum.
Finance, administrative and marketing staff were the 
subject of a comprehensive claim by the British Association 
of Colliery Management, which was referred to the National 
Reference Tribunal in August 1953. The latter ruled that the 
current agreements should continue undisturbed, pointing out 
(inter alia) that the increases granted to the junior clerical 
Gtc. grades did not justify a rise for the higher ^categories.
The gap between clerical and administrative workers had been 
diminishing all over the country, and in the Tribunal»s opinion 
the existing rates still afforded an adequate ladder of promotion.
(1) 1947 Report, loc. cit.
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production Staff
Underofficials ; Before dealing with production staff 
proper - beginning with the colliery unde m a n a g e r  - we must 
mention the category of underofficials. Deputies, who super­
vise operations at the coal-face, spend their time underground
and - like miners - used to paid on a shift basis. Immediately
(1)
above them are the overmen, in charge of a mine or seam 
during particular shifts ; they are not underground workers 
and have been in receipt of a weekly wage. Both groups used 
to be treated as "industrial" as far as conciliation, negotiat­
ing machinery and pensions were concerned, but following the 
laying down of revised statutory regulations, overmen, deputies 
and the grade below - shotfirers - have been established as 
weekly-paid officials with a modified form of staff status ; 
a new system of pay - shown on Table 54 below - was intro­
duced at the same time. Actual rates are settled by Divisions
according to local circumstances. The range for deputies
(2)
grade I is (1951) £14 to £16.10.0. a week and this sets the 
standard; overmen receive 20s.-40s. a week above, and deputies 
II and shotfirers 30s.-40s. below, the figure fixed in the
(3)
Same wages district for grade I deputies.
(1) Or part of a mine/seam.
(2) Shown as £ p.a. on Table 54, to facilitate comparison.
(3) For further details see National Goal Board, Report and 
Accounts for 1952 (H3VÎS0 1953) pp. 56-7.
- 512 -
TABLE 54
Immediately senior to overmen are colliery undermanagers,
whose remuneration has always been regulated by reference to
that of overmen; after the latter»s pay had been settled
early in 1948, it was possible for the Board and B.A.G.M. to
(1)
conclude a first agreement operative from 1st October 1947.
No change in remuneration took place until 1st July 1952,
when undermanagers claimed an increase based largely on the
need for maintaining a "proper relativity” between their pay
and that of their juniors. The National Reference Tribunal,
(2)
which had to decide the issue, awarded a range of £900 - 
£1,200, the precise salary v/ithin these limits being again 
left for divisional determination.
To colliery managers falls the day-to-day control and
direction of the coalfields. They are responsible in law for
the safety of men and mine, and must be mining engineers hold-
(3)
ing a First-Class Certificate of Competency. The first 
agreement for managers was concluded in July 1951, though 
applied retrospectively to February 1948; it fixed their
(1) In certain cases from 1st July 1947.
(2) Subject to an undermanager »s pay not being below the over­
man's minimum in the same Division/wages district.
(3) National Coal Board, Report and Accounts for 1948 (KMSO 1949} 
para. 393. Minimum standards for the maintenance of safety 
are imposed by the Coal Mines Act, 1911 and subsequent
regulations.
Table ^
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COAL INDUSTRY 
Underofficials and Production Staff 
(Men, Gt. Britain)
S a l a r y  R a n a s  f r o m
1.2.194b 1951/1952*
Underofficials:
£ p.a. £ p.a.
Shotfirer ) 
Deputy grade II ) (2 )
i
624 - 780
Deputy grade I (2 ) 728 - 858
Overman (2 ) 780 - 962
Production Staff:
Colliery undermanager 7OO/80P -  1 ,106^^ 900 - 1,200
Colliery manager
(a) at collieries producing 
under 300 tons a day 800 - 1,200 950 - 1,250
(b) at other collieries 1 ,000/1 ,16^-1,630 1,150 - 1,650
Agent
(a) not directly answerable 
to Area production manage:' 1 ,323/1 ,423-2,123 1 ,450/1 ,550-2,250
(b) directly answerable to 
Area production manager 1 ,423/1 ,623-2,623 1 ,550/1 ,750-2,750
Higher grades : s e e t e x t
(1) The precise scale/rate is fixed divisionally for nnderofficials and at
national level for the higher grades. In a number of cases the salary
shown accrues subject to its exceeding that of the next lower grade by a 
stated amount. The ranges for shotfirers, deputies and overmen are shov/n 
as annual rates to facilitate comparison.
(2) See text for this period.
(3) Depending on Division.
(^ ) This range became operative from 1 .1 0.19^7 , and in certain cases from
1.7.1947.
u) The minimum varies with the total output of the collieries supervised.
* The rates for underofficials became operative from 1 .1 1.1931, those for
^dermanagers and managers from 1 .7*1932 and those for agents from
1.1.1932. All salaries have been further increased since.
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minimum remuneration in the larger coalfields at £300 above 
that for undermanagers, and their maximum at £1,650. For 
smaller collieries a lower range was laid, down, with the 
proviso that the manager»s minimum must be at least £100 
above that of any of his subordinate officials. The agree­
ment provided for the position of each individual to be 
reviewed having regard to age, skill, experience, the size
and conditions in the colliery and "other relevant considera-
(1)
tions” . Salaries were revised as from 1st July 1952 - 
following the increases granted lower down the hierarchy.
Overall responsibility for production at Area level 
lies with the Area production manager, though one or more 
tiers with differing degrees of authority may be interposed 
between him and the colliery manager. In a large Area the 
production department is usually divided up under a number 
of mining agents, who are put in charge of a group of 
collieries, but between agent and colliery manager there may 
be one or more "sub-agent” grades. Similarly, the mining 
agent himself may or may not be answerable directly to the 
Area production manager.
(1) Further increases have been granted since.
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Salaries for agents ranging from £1,200 to £2,000 per 
annimi had been introduced by the Board in 1947, but as soon 
as those of colliery managers were settled, discussions on 
those of agents began. Negotiations were protracted; the 
agreement eventually reached laid down standards both as from 
the beginning of 1952 and for the period February 1948 to 
end-1951. For agents directly responsible to the Area 
production manager the minimirni - until end-1951 - v;as £1,425, 
£1,525 or £1,625 a year according to the total output of the 
collieries supervised; maximum possible pay was £2,625. For 
those not answerable directly to the Area production manager, 
the maximum is considerably lower. These figures were in­
creased by £125 per annum as from 1st January 1952.
The salary of Area production managers themselves is
fixed on a personal basis, noir is it likely that they will
be covered by a formal agreement. In 1947 their remuneration
(1)
was up to £3,000 per" annum.
As for the Area general manager, this post used to be 
combined with that of Area production manager, but as a
(i) 1947 Report, op. cit. Appx. V.
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result of changes introduced in 1947, he is now a separate -
(1)
and higher - appointment. Area general managers are key men
in the Goal Board»s organisation, having sole responsibility
for everything that happens in their Area. Their salaries
(2)
in 1947 were up to £4,000 per annum.
The agreements described mostly provide for pay ranges 
rather than fixed scales, leaving wide margins of manoeuvr­
ability. There is no system of regular annual increments,
individuals receiving a flat rate which is reviewed from time
(3)
to time. As the Board has explained, it found it impossible 
at the outset to lay down standard scales for every kind of 
post, particularly so in the case of production staff, where 
the Board found itself largely bound by past practice, quite
(4)
apart from the fact that responsibilities differ substantially. 
The system has, however, been maintained and extended to non- 
production personnel such as administrative and finance 
officials; Here also - after an earlier more rigid system - 
it was found that duties were bound to vary as between one 
Division/Area and another; a pattern of salary scales above 
a certain level of seniority was felt to smack perhaps too
(1) For details see 1947 Report, op. cit. Chap. IX, paras. 
493-6.
(2) ibid. Appx. V.
(3) ibid. para. 119.
(4) One colliery manager may be in charge of fifty men, another 
of several thousand. Managerial and technical problems, 
likewise, vary greatly.
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much of Civil Service inflexibility.
Other Staff
A number of further agreements have been concluded; by 
the end of 1951 a salary and grading structure had been worked 
out for most N.C.B. personnel. There are several agreements 
dealing with various types of engineer, of whom the mechanical 
and electrical group are the largest; special documents 
cover categories such as safety, coal preparation and E.Q. 
specialist engineers, as well as engineering draughtsmen and 
tracers. There are agreements also for mining surveyors, 
estates staff, scientists and so on.
There are one or two groups for whom there are no formal 
bilateral arrangements but for whom national rates have been 
laid down by the Board. The main categories are labour, 
legal and medical staff, the latter including both nurses 
and doctors. The salaries for nurses are fixed after 
consultation with the Royal College of Nursing; similar 
discussions take place with the British Medical Association. 
The pay of legal staff is based largely on that in the Civil 
Service. There are also certain personnel - numbering 
1‘ather less than 3,000 - whose rates are determined by 
Divisional Boards. Nearly two-thirds of these are technical
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specialists; the bulk of the remainder consist of grades 
such as telephonists, messengers and chauffeurs.
Top-level Appointments
None of the agreements reach to the apex of the pyramid. 
Those for finance and administrative officials, as shown, 
stop at grades 5 and 2, respectively, though for the Board»s 
own purposes both structures go up to grade 1. Similarly, 
there are at least three tiers above scientist I, the highest 
included in the relevant document. A number of top-level 
staff are on personal salaries altogether, no agreement above 
the agent level having so far been negotiated.
The normal ceiling for senior production appointments
adopted in 1947 was £4,000 to £5,000 per annum. However,
some of the private companies had paid a selected few of
their officials very high salaries, so high that the Board
(1)
relt unable to offer them in the future. The majority of 
these pre-vesting contracts were therefore brought to an end, 
but in a few instances the Board was obliged to continue to 
pay amounts in excess of £5,000 a year, the highest of these 
being £7,500 plus perquisites. On the whole, the Board took
(1) cf, 1947 Report, op. cit. paras. 115 and 108
— 519 —
the line that while with its public responsibilities it had 
to be "in the first flight of good employers" and was there­
fore precluded from paying its employees too little, it was
"equally prevented from favouring individuals to the detri-
(1)
ment of their fellows or at the public » s expense".
No scales or ranges were laid down in 1947 for the
members of Divisional Boards, whose remuneration was generally
(2)
fixed at between £2,000 and £5,000 a year, with additional 
perquisites in the case of production directors. The chair­
man normally received £4,000. Senior officials at the Board»s 
headquarters filling posts like secretary, chief mining 
engineer, director-general of finance, marketing or labour
relations again receive personal salaries, none of which, in
(3)
1947, exceeded £5,000 per annum. Particulars of changes 
since are not available.
Provincial Differentiation
The agreements outlined above are of national application, 
but subject to a London "location allowance" payable to all 
employed in the metropolis. The addition varies from £32.10.0
(1) ibid. para. 107.
(2) ibid. Appx. V, p. 203. In three cases salaries were above 
£5,000," while in the smaller South Eastern Division pay 
was generally lower.
(3) ibid.
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to £100 per annum: where pay is up to £449 a year, it is
£32.10.0, while a figure of £1,430 and over attracts £100.
In between these limits the allowance is carefully graded; 
on a salary of £1,000 the London v/eighting is £70.
Clerical workers in the capital are not formally covered 
by the general agreement, though in effect are paid the 
national scale plus the appropriate London allowance. As for 
senior headquarters personnel with salaries above £2,000, these 
are for the most part paid inclusive sums. This is because 
such staff usually receive a personal salary; in fixing the 
latter their locale is taken into account, obviating the need 
for a formal addition.
Sex Differentiation
In the matter of sex differentiation the Goal Board 
has followed Civil Service practice in several respects; 
the general rule has been a 4 ; 5 ratio. This, however, has 
not been rigidly adhered to: the clerical agreement, for 
instance, laid down rates for women which might constitute 
a strict 80 per cent, but at many points were a slightly 
higher proportion, of the comparable male scale. There were 
no special women*s rates for outdoor clerks; these are almost 
invariably men. Typing and machine operator posts, on the
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other hand, are practically always held by women. As in the 
Civil Service, there has been equal pay for juveniles up to 
age 20 as well as for other "recruitment" grades.
As far as production appointments are concerned, the 
question of women * s scales does not arise; women are barred 
from working underground by the 1911 Coal Mines Act. The 
finance and administrative (and equally the estates and 
scientist) agreements specifically apply to men only, not 
enough women being employed to warrant the inclusion of 
separate rates. One or two of the management agreements, 
however, such as that for architects, have included separate 
scales for women at the lower levels. Following the Treasury 
announcement of arrangements for the introduction of equal 
pay into the Civil Service, the Coal Board decided to follow 
suit, but has reserved for further consideration the position 
of grades consisting mainly or entirely of women.
Hours
The clerical agreement provides for a normal week of 
38 hours, exclusive of meal breaks. In the case of outdoor 
staff whose working schedules are conditioned by the winding 
times of the colliery*s surface shifts, the management may 
i^equire a 42-i-hour week. There are detailed provisions regard*
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ing overtime for all those below the level of clerical 
officer, the latter as a rule not being eligible. Overtime 
arrangements were considerably more favourable in 1948.
The agreements dealing with management staff are usually 
silent on the subject of hours.
Emoluments
Perquisites were an important element in the remuneration
(1)
of many salaried personnel prior to nationalisation - one 
of the factors which complicated the settlement of terms of 
employment after that event. The position now is that where 
staff continue to live in houses provided by the Board, an 
appropriate deduction is made from their cash salary, the
(2)
main exception to the "no extra emoluments" rule being coal. 
This continues to be granted on a free or concessionary basis 
to all holders of managerial posts on the same terms as 
operated on the vesting date, i.e. it is given in addition to 
salary where this was the former practice. As for clerical 
personnel, those below Area level also retained their former 
entitlement to concessionary coal, the charge made by the
(1) cf. 1947 Report, op. cit. para. 112
(2) Or other fuel supplied in lieu.
(3) Though no longer to free^
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(1)
Board varying with remuneration; those at Area offices with 
a pre-vesting claim were paid a compensatory allowance of 
£30 per annum. However, as these arrangements caused dis­
satisfaction, a new system was adopted in 1952, under v/hich
all clerical workers at or below Area level receive con-
(2)
cessionary coal. Considerably more than one-half of all 
non-industrial staff now therefore benefit from the scheme.
Super annuat i on
The Board has introduced its own superannuation scheme
for staff, which now also covers under-officials. It is
contributory, employees paying the equivalent of 4 per cent
(3)
of r ernuner at i o n .
(1) Ranging from 10s. per ton for those with salaries under 
£300 p. a. to 40s. for those earning £600 - £799.
(2) For further details see 1952 Report, op. cit. p. 60.
(3) Detailed arrangements have also been made regarding 
holidays, absence through sickness^ and travelling and 
subsistence allowances.
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Chapter 14
ELECTRIC IT Y  SUPPLY
(1)
Under the Electricity Act, 1947 the British Electricity
Authority - subsequently known as the Central Electricity
Authority - and fourteen (now twelve) Area Boards took over,
on 1st April 1948, the ownership and operation of the country*s
(2)
electricity supply industry. The Central Authority owns and
operates the power stations as well as the national network
of main transmission lines known as the Grid; it is responsible
for the generation of electricity and its supply in bulk to
the Area Boards. The latter are statutory corporations which,
subject to the Central Authority*s general control of policy,
are autonomous bodies. They are responsible for the distribution
of electricity to the consumers, operating the distribution
networks formerly run by some 540 separate undertakings. Each
Area is divided into a number of Sub-Areas which in turn are
made up of Districts. For the local management of the power
(3) (4)
stations and the Grid there are eleven Generation Divisions.
(1) 10 & 11 Geo. 6. c. 54.
(2) With the exception of some small non-statutory supplies (less 
than 1% of total) and the area of the North of Scotland Hydro- 
Electric Board. On 1.4.1955 the Authority* s Scottish under­
takings vested in an independent South of Scotland Electri­
city Board: the Central Authority is therefore now respon­
sible for England and V/ales only.
(3) Originally fourteen.
(4) c f , British Electricity Authority, Third Report and Accounts
1950-1 (HMSO 1951) p. 1.
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On 31st March 1951 the number of persons employed by the
Central Authority and Area Boards combined was 176,200; of
(1)
these 119,771 were manual and the remaining 56,429 salaried.
In accordance with section 53 of the 1947 Act a complete net­
work of joint negotiating machinery has been set up; the Area 
Boards, though they engage their own staffs and are consulted 
in the first place, must comply with any agreements concluded. 
Apart from machinery dealing with manual workers, there are 
three bodies operating in the field of the salariat; all but a
small handful of top-level officials now come within the scope
(2)
of one or other of these.
Clerical and Administrative Grades
«  ^ ^
This group comprises administrative officers with secre­
tarial, accounting, commercial, etc. functions; showroom staff 
and housecraft advisers; all types of clerical personnel as 
well as those with technical qualifications but engaged on non­
technical work. All these, in 1951, numbered approximately 
39,000, of whom about 27,000 were in clerical and analogous 
grades; 12,000 were classed as "higher clerical, administrative
(3)
and commercial". Prior to vesting day no national negotiating
(1) ibid. para. 251 and Appx. 41.
(2) cf. British Electricity Authority, Second Report and Accounts  ^
1949-50 (HM80 1950) para. 240. Elaborate local machinery
has also been evolved.
(3) See industrial Court Award No. 2339 (HMSO 1951) para. 2.
"^ b.e bulk of the remainder of salaried staff were in the 
technical engineering grades.
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body existed in this sector of the industry, although some
sixty per cent were then employed in munieipal electricity
undertakings and as such came under local government Whitley
machinery; some of the remainder were covered by agreements
(1)
made with company undertakings. There is now a National Joint 
Council for the Electricity Supply Industry (Administrative 
and Clerical Grades), which during 1948 laid down a number of 
pay scales. Though issued as an interim measure, these remained 
in operation for two years, being replaced by a comprehensive 
"permanent" agreement as from 1st April, 1950.
TABLE 55
The lower clerical grades ; As shown by Table 55, the general 
clerical grade is nov/ divided into two classes - A and B. The 
former is for those doing "routine duties under well-defined 
rules and close supervision"; from it there is fairly auto­
matic promotion to B. Those in that class should be on "higher
duties but still largely regulated by routine and under super-
(2)
vision". A number of categories are separately provided for in 
the agreement, though actual rates are frequently defined by
(1) British Electricity Authority, First Report and Statement 
of Accounts (HMSO 1949) para. 584.
(2) Electricity Supply Industry National Joint Council (Adminis­
trative and Clerical Grades), Agreement relating to Salaries 
and Conditions of Employment as at 1st April 1952, p. 12.
The structure of the scales was changed as from 1.1.1955.
Table 33
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ELECTRICITY SUPPLY
C l e r i c a l S t a f f
(Men, Gt. Britain^
Interim General
Clerical Scale General Clerical Grade
Salaries Salaries as from
As from 1.4.1948 1.4.1950 1.6.1951*
Age & p.a. £ p.a. Age £ p.a.
Class A
16 135 135 16 130
17 152 154 17 163
18 169 173 18 180
19 186 192 19 200
20 203 210 20 220
21 220 228 21 230
22 237 245 22 270
23 254 262 23 290
24 271 279 24 310
25 288 295 23 330
26 305 310 26 355
Class B
27 318 325 375
28 332 340 395
29 345 355 ' 410
30 358 365 430
31 372 375
32 385 385
(1) For additional allowance payable in London see text.
* These salaries were increased - by from £10 to £20 p.a. - as from 
1.8.1932. They have been further revised since.
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reference to the clerical scale. Tracers are paid on the
latter; so are telephone operators, though in their case it is
(1)
the woman clerk* s salary which is applicable to both sexes. 
There are also two private secretary grades, the maximum of the 
higher being fixed at £500 per annum in June 1951.
In July 1951 the National Council reached agreement on
enhanced salaries for clerical and analogous staffs - following
a claim for an increase of not less than 20 per cent; the rates
became operative on 1st June 1951. As the result of an award
(2)
of the Industrial Court, a further small rise accrued as from
(3)
1st August 1952.
Higher clerical, administrative and commercial staff : The
interim scheme for clerical workers was extended in August 1948 
to provide - as a provisional measure - salaries for more senior 
personnel. They were designed to be flexible, as establishments 
were then still in the process of being built up. Five ranges 
were laid down.
In 1950 a new structure was evolved, consisting of a neat 
set of nine grades with salaries up to £1,020 per annum - an
(1) With additions for shiftworkers and those with supervisory 
duties.
(2) Award No. 2414 (HIEO 1952).
(3) Further Increases have been granted since.
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extension in coverage in line with that then recently intro­
duced in the local government field. Neither the 1948 nor the 
1950 agreement were specifically designed to grant improvements 
in pay, although they gave incidental benefits to former local 
authority staff, and an appreciable rise to ex-company employees
where standards of remuneration had been lower than in municipal
(1)
undertakings. There were increases also for those shouldering 
new responsibilities following the industry*s re-organisation.
A dispute over the remuneration of the senior categories 
had to be referred to the Industrial Court in 1951, when the
latter awarded a uniform rise of £50 per annum to all in grades
(2)
1 to 9. The scales became operative on 1st June 1951. They
(3)
were further increased by the Industrial Court - by £20 - with 
effect from 1st August 1952.
TABLE 56
In the application of the scales - a matter for the Elec­
tricity Boards and the Generation Divisions subject to the 
usual right of appeal - the grading is to be applied to posts, 
not individuals ; the agreement gives guidance on how this is
(1) See Industrial Court Award No. 2339 (HIvISG 1951) p. 5.
(2) Award No. 2339. To remove anomalies it was subsequently
agreed to increase grade 1 by a further £10.
(3) Award No. 2414, op. cit.
Table 3^
- 530 -
ELECTRICITY SUPPLY
Higher Clerical, Administrative and Commercial Staff 
(Men and Women, Gt. Britain^^ ^
Salary Rangi^ls from 
 ^ l l A . W '  --- 1 . 4.1950
Salary Scale as from
“TT^.1951H
£ p.a. £ p-.a. £ p.sI.
Grade A 270 -  k50 310 X 20 - 590 Grade 1 360 X 20 44o
Grade B 450 - 550
X 10 - 450
Grade C 550 - 4$0
390 X 20 - 430 Grade 2 44o X 20 — 500
Grade D k50 — 600 ■
430 X 20 -  310 Grade 5 300 X 20 - 360
Grade E 600 - 760
510 X 20 -  370 Grade 4 360 X 20 620
570 X 20 - 630 Grade 5 620 X 20 680
630 X 25 - 703 Grade 6 680 X 23 755
705 X 30 - 795 Grade 7 755 X 50 - 843
795 X 55 - 900 Grade 8 843 X 55 - 930
1 900 X 40 -1,020 Grade 9 950 X 4o 1,070
(1) For additional allowance payable in London see text.
(2) On 19.7.1949 the National Joint Council approved increments of from 
SI5 to £25.
* All salaries were increased by £20 as from 1.8.1952, and have been 
further revised since.
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to be done, principal assistants at Area or Generation Division 
headquarters responsible for one or more sections such as 
establishments, welfare, or stores should be in grades 5 - 9 ;  
those on special duties may also be so classified. Such 
appointments are not generally made at the lower levels of 
management. Senior assistants in charge of, say, subsections 
at either Area Board or Sub-Area headquarters or Divisional/Group 
H.Q. are to be allocated to grades 3 - 6 .  Assistants are to be 
placed in 1, 2 or 3; so are clerical staff whose duties are 
superior to those covered by the lov/er clerical scales.
As regards commercial staff at District level, a demonstrator
(1)
01 cooking and apparatus would be in grade 1, a senior demon­
strator and/or housecraft adviser in 2, a service centre 
supervisor in 4 or 5 according to the total of juniors super­
vised, while district commercial officers - in charge of all 
commercial matters in a District - are placed in grades 6 - 9 .
At generating stations a station clerk is classified according 
to the number of employees and the precise records for which he
is responsible. At stations employing up to 100 staff he would
(2)
be in grade 1 or 2; in those with over 500 workers, in 4 - 6.
(1) Progress beyond £400 (1951) is subject to an "efficiency 
certificate".
(2) For full details of these and other recommendations see 
Agreement, op. cit. pp. 18-23.
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Promotion from one grade to the next is not automatic -
a higher classification is dependent on obtaining a better post.
In the framing of the scales all overlapping has been deliberate-
(1)
ly avoided - a departure from the local government A.P.T. 
scheme, with which there is otherwise a strong affinity. How­
ever, while electricity *s former close association with local 
government has had an important influence on post-nationalisa­
tion salaries, the latter have asserted their independence in 
several respects. As it has been put, "the Local Authorities
have now ... become only a part of the general salary picture
(2)
as seen from the electricity standpoint".
Technical Engineering Staff
This group largely consists of electrical, mechanical and 
civil engineers directly employed as such; those v/ith partly 
non-technical duties and draughtsmen-in-training are treated as 
administrative or clerical. Technical engineering staff are 
recruited mainly by means of a graduate training scheme, entrants 
being required to hold a university degree, a Higher National 
Certificate or equivalent; they undergo a two-year course on
(1) With one exception, i.e. between grades 1 and 2.
(2) Industrial Court Award No. 2414, op. cit. p. 3.
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(1)
engagement. Joint negotiating machinery in this instance is 
of long standing, the pre-vesting agreement being taken over 
by the National Joint Board now responsible for this sector of 
the industry. General revision was necessary, however, because 
the changes in the industry's organisation involved both the crea­
tion of new grades and the alteration of the duties of many
existing ones ; the absorption of employees of the former Central
(2)
Electricity Board was a further complicating factor. After 
lengthy negotiations a revised agreement was drav/n up, operative 
from July 1949.
In May 1951 the Electrical Power Engineers* Association -
who represent the staff concerned - demanded a general pay
increase; a settlement was eventually reached, effective from
(3)
1st July 1951. The agreement contained three salary schedules.
(4)
For what might be termed production staff - remuneration depends 
on a) the megawatt capacity of generating plant and b) actual 
duties and responsibilities, this basis of classification being 
a feature of the pre-nationalisation pay pattern. Ah alternative
(1) Engineering (student) apprentices serve as an additional 
source of supply.
(2) Second Report, op. cit. para. 251.
(3) British Electricity Authority, Fourth Report and Accounts,
1951-52 ( m S O  1952) para. 293.
(4) T . e . for those at Authority H.Q., Generation Divisions and 
power stations.
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criterion then in use - maximum demand - was abandoned. For
(1)
distribution staff remuneration varies with the total number
of units sold to consumers as v/ell as the usual "duties and
responsibilities" formula. The schedules are literally too
(2)
complex to reproduce. In schedule A salaries range (1951) from
£375 to £1,703 per annum; in schedule C the span covered is
£375 - £1,303 at Authority headquarters and £375 - £1,242 in
(3)
the Generation Divisions and at Area Board E.Q. A power
station superintendent, for instance, would be covered by
schedule A and would be in grade 1 (the highest); his actual
salary would depend on the plant capacity of his station and
might range from £757-£S19 in a small station to £1,650-£l,703
(4)
per annum in a very large one.
Since 1949 the scope of the agreement has been extended to 
various specialists such as combustion, efficiency and instru­
ment engineers as well as to chemists. A further schedule - 
"D" - has also been added; this lays dovm salaries for six
(1) Those at Area, Sub-Area or District level.
(2) Schedule A has 13 classes, in each of which there are from 
12 to 22 grades. Each of the latter has a three-point 
scale, with varying increments granted biennially.
(3) As from 1.8.1952 the minima quoted were increased by £15 
and the maxima by £25.
(4) As from 1.8.1952, plus £25 on each figure. For further 
details see National Joint Board for Electricity Supply 
Industry, Agreement concluded 17.2.1950 (amended).
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levels of engineering draughtsmen, ranging (1951) from £413-
(1)
£547 for grade 6 to £936-£1,089 for grade 1.
Managerial and Higher Executive Grades
Following protracted negotiations, an agreement establish­
ing a National Joint Managerial and Higher Executive Grades 
Committee was signed in August 1951; it covers senior staff 
who are outside the scope of the technical engineering National 
Joint Board on the one hand and the National Joint Council for 
clerico-administrative personnel on the other. Chief officers 
and their deputies and certain staff whose duties are primarily
concerned with questions of establishment and negotiating
(2)
machinery are excluded. Salary scales ranging from £1,150 to 
£2,200 per annum, applicable retrospectively from 1st April 
1952, were laid down during 1953-4.
Provincial Differentiation
The scales quoted in the previous sections relate to 
employees throughout Great Britain, but in the London area 
an additional allowance is payable. For clerico-administrative
(1) Revised as from 1.8.1952. The form of the schedules was 
fundamentally altered as from 1.7.1954.
(2) cf. Fourth Report, op. cit. paras. 298-9.
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grades under 21.this amounts to £15 a year; for those 21 and 
over it is 5 per cent of salary, subject to a minimum of £30 
and a maximum of £40 per annum. Under the interim schemes the 
London weighting was identical with that under the local govern­
ment Charter and exclusively based on age. There has also been 
a change as regards the boundaries of the London area. Under 
the earlier agreements this was coterminous with the Metropolitan 
Police District, but it has since been very considerably ex­
tended in order to bring it into line with the "Londons" of the
industry*s National Joint Industrial Council for manual workers
(1)
and National Joint Board for technical engineering staff. The 
London allowance for the latter, incidentally, is again 5 per 
cent of pay, but the minimum addition here is £25 and the 
maximum £50 a y e a r .
Sex Differentiation
Women constitute about 11.5 per cent of all electricity
(2)
employees, though in the salaried grades they are relatively 
more numerous. The shorthand-typing and machine operator
(1) Both of which are based on the former "District Joint Board 
No. 10", in the whole of #iich London rates were paid under 
pre-nationalisation agreements for manual workers. The 
London area has since been further extended to include the 
borough of Slough.
(2) Third Report, op. cit. para. 251.
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categories are exclusively "manned" by them; private secretary 
posts are normally, though not necessarily, held by women. In 
the general clerical grades women*s rates have constituted an 
exact 80 per cent of the comparable male scale, but for tele­
phone operators and tracers identical rates have applied to the
(1)
two sexes - in the former case the female, and in the latter the 
male, clerical scale. There has not at any time been any sex 
differentiation for the higher clerical, administrative and 
coimnercial staff, while the technical engineering agreement is 
silent on the subject, practically all those within its purview 
being men. Equal pay for those on equal work is now being
t
introduced; in this instance it will be fully operative by 
1st January 1960.
Bonus Payments
A number of staff have continued to receive - until 1956 
when the matter is to be further reviewed - co-partnership and 
similar bonus payments, to which they were entitled prior to 
nationalisation; such bonuses may not exceed 10 per cent of the 
pre-vesting salary. These additions do not accrue to newly- 
engaged staff, for whom all long-service payments, Christmas 
bonuses and so on have been abolished - with one exception.
(1) Women tracers, who have enjoyed the male clerical rate only 
since the beginning of 1952, do not normally progress beyond 
clerical class A.
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This is a gift in kind, to the value of £10 after 25 years* 
and £20 after 35 year* s service ; all workers in the industry 
are eligible for this.
Hours
Hours for the clerico-administrâtive categories are 38 a
week, except where other arrangements are a special condition
of employment. Clerical and analogous staff are, but administra-
(1)
tive e t c . personnel in grades 4 - 9  are not, entitled to overtime
pay. A technical engineering employee "shall work such hours as
are recognised as office hours by the Board but when in direct
charge of workmen he shall, if so instructed, work at such times
(2)
and on such occasions as may be necessary ...". There are de­
tailed. provisions here dealing with overtime and standby duty, 
while separate arrangements apply to shift employees.
Sup er annuat i on
The British Electricity Authority and Area Boards Super­
annuation Scheme was approved by the Minister of Fuel and power, 
and all Area Boards resolved to participate. The scheme covers
(1) Until 31.1.1953 there was no overtime pay for any of the
nine g r a d e s .
(2) Agreement, op. cit. p. 7. However, no permanent scheme
involving hours in excess of office hours is to be estab­
lished.
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employees of the Authority and Area Boards whose duties are
wholly or mainly administrative, professional, technical,
(1)
commercial or clerical; membership is compulsory, staff 
contributing 6 per cent of remuneration.
Both the National Council and National Joint Board have 
reached agreement on many other matters such as holidays with 
pay, sick leave, travelling expenses and car, subsistence and 
lodging allowances.
(1) Except for juveniles, temporary workers e t c .
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Chapter 15
THE GAS IimnSTRY
The gas industry passed into national ownership on 1st May
1949, when 1,037 separate undertakings vested in twelve Area
(1)
Gas Boards Into which Great Britain is now divided. In addition
(2)
to the Area Boards, the Gas Act, 1948 established a Gas Council;
it is the central body for the industry, its task being to
assist the Area Boards and to deal with matters that cannot be
confined to a single locality. Among this category are labour
relations, so that, despite gas being decentralised to a much
greater extent than the other nationalised industries and the
Area Boards being individually answerable to the Minister, it is
again the national body which is charged with the negotiation
of the terms of employment. Area Boards must comply with any
agreement made by the Council, although questions of joint
(3)
consultation are the responsibility of both.
The number of persons employed by the Gas Council and 
Area Boards on 31st March 1951 was 143,506; of this total 
110,196 were operatives and the remaining 35,310 administrative^
(1) See Gas Council, First Report and Accounts (HIvISO 1951) para. 
1.
(2) 11 & 12 Geo. 6. c. 67.
(3) Ibid. s. 57 and First Report, op. clt. paras. 9-20.
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(1)
technical and clerical. In contrast to electricity supply, 
there was no country-wide agreement for any section of non- 
manual gas workers prior to nationalisation; now the great 
majority of salaried personnel are catered for by the National 
Joint Council for Gas Staffs. The latter * s first pay agree­
ment was signed in June 1950 and covered all clerical, adminis­
trative, professional and technical personnel v/ith remuneration
(2)
not exceeding £755-£800 a year; the new scales became operative
on 1st April 1950. They were revised v/ith effect from 1st June
1951, though the basic pattern of the salary structure has not
(3)
been affected.
Clerical Staff
TABLE 57
As Table 57 shows, there are four clerical grades; thes^*^ 
also relate to typists. Scale "A" is linked to age-points 
throughout, and covers those on work mostly checked or closely 
supervised. Grade "B" includes those with somewhat greater 
responsibilities. "C" is to apply to staff called upon to 
excercise initiative and who need but little supervision, while 
those allocated to "D" should be engaged on more important
(1) Gas Council, Second Report and Accounts, 1950-51 (HI^ îSO 1951) 
para. 63 and pp. 148-9.
(2) The precise limit was £800 in the Metropolitan area, £770 in 
Provincial "A" and £755 in Provincial "B" undertakings.
3^) Increases were granted from 1.1.1952 and 1.1.1953.
Table 37
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GAS INDUSTRY
C l e r i c a l  S t a f f
(Men, Gt. Britain; Provincial "A” Scale$^^
S a l a r y  S e a l e  a s  f r o m
1 .4.1950 1 .6 .1951*
£ p ■ a. £ p.a.
Grade **A’*
Age 16 155 155
17 l4o 160
18 160 180
19 180 200
20 200 220
21 220 245
22 245 270
25 \ 260 290
24 275 310
25 290 325
(bade "B" 305 X 15 - 365 345 X 15 - 405
X 20 - 385 X 20 - 425
Grade "C" 370 X 15 - 430 410 X 15 - 470
X 10 - 440 X 10 - 48o
Grade "D" 425 X 15 - 500 465 X 15 - 540
areas, other than the ’^ metropolitan** area.
* All scales were increased - by from £5 to £20 p*a. - as from 1.1.1952 
They have been further revised since.
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clerical and minor administrative duties, deal with non­
routine queries or v/ho themselves have a measure of control 
over juniors.- The resemblance of the rates to the local 
government general, clerical and higher clerical divisions is 
again fairly close.
The responsibility for grading individuals rests ultimately 
with each Area Board, although recommendations from the lower 
levels of management are taken into account, and there is three- 
tier appeals machinery. Advancement from one grade to the next 
is not automatic except between "A" and "B"; here, as far as 
men are concerned, promotion normally takes place at age 25, 
subject to obtaining an efficiency certificate.
Administrative, Professional and Technical Staffs
There are twelve grades for administrative, professional 
and technical staffs, v/ho are defined as
" Employees qualified by examination or experience, 
engaged on professional or technical work in 
engineering, technical, scientific, legal or account­
ing departments ; also employees engaged on higher 
clerical and administrative work not covered by the ... 
male and female salary scales (clerical); and certain (l) 
subordinate employees engaged on technical work. "
(1) National Joint Council for Gas Staffs, Agreement regarding 
Salary Scales and Conditions of Service for Clerical, 
Administrative, professional and Technical Staffs (28.6.1950} 
Section p. 7.
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TABLE 58
The management again decides on the scale which is to
apply; while there is at least formal guidance to assist in
the classification of clerical staff, there is none whatever
at this level. Grade I is for junior technical trainees only;
the rates are identical with those for clerical workers of the
same age. At this stage promotion takes place automatically,
but advancement from any of the other levels "shall be dependent
upon the ability, duties or qualifications of the individual
(1)
employee" as well as the existence of a vacancy. In special
(2)
cases the management has discretion to pay an above-the scale 
salary. It may be noted that the A.P.T. scheme here stops 
well below a £1,000 a year.
As the table shows, there is a considerable degree of 
overlap between the scales. Grades 2 to 4, in particular, 
might be called variations on a theme, and are parallel 
promotion outlets rather than different rungs in a vertical 
hierarchy. This is in strict contrast to electricity’s higher 
clerical, administrative and commercial scheme, where all 
overlapping has been studiously avoided. There is also much
(1) ibid. p. 4 1(b).
(2) This applies equally in the clerical field.
Table 58
-  5 4 5  -
GAS INDUSTRY
Administrative, Professional and Technical Staff 
(Men, Gt. Britain: Provincial "A" Scale^^^
S a l a r y  S e a l e  a s  f r o m
1.4.1950 1.6.1951*
£ p.a. £ p.a.
Grade 1
Age 16 135 155
17 140 160
18 160 180
19 180 200
20 200 220
Grade 2 230 X 13 - 370 275 X 15^-VlO
Grade 3 250 X 13 - 400 275 X 15^-440
Grade 4 250 X 13 - 340 275 X 15^-480
X 20 - 420 X 20 - 460
Grade 5 383 X 20 - 465 425 X 20 - 505
Grade 6 415 X 20 - 495 455 X 20 - 535
Grade 7 1 450 X 20 - 530 500 X 20 - 580
Grade 8 1 490 X 20 - 570 540 X 20 620
Grade 9 I 520 X 20 - 620 570 X 20 - 670
Grade 10 i 570 X 25 - 670 620 X 25 - 720
Grade 11 1 595 X 25 - 720 645 X 25 - 770
Grade 12 645 X 25 - 770 695 X 25 - 820
(1) Provincial "A" scales are paid in all the larger units in industrial 
areas, other than the "metropolitan” area. .
(2) At £290 the increment is £20; at £340 it is £23*
* All scales were increased - by from £3 to £23 p.a. - as from 1.1.1952 
They have been further revised since.
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less similarity here v/ith the local government Charter than 
at the clerical level.
Senior Staffs
A Senior Gas Officers* Joint Council was established in 
1951 and covers, with a few exceptions, all the higher managerial 
staff above the level of the main agreement. At the time of 
writing no salaries had been laid down.
Int ermedi at e Gr ade s
There is a special National Joint Standing Committee to 
deal with employees who are midway between manual and salaried 
workers, such as meter readers and collectors and foremen.
Prior to nationalisation, some of these were graded as manual, 
while others - particularly in munieipally-owned undertakings - 
had staff status; it was to absorb these various categories 
with their different, terms of service that an "intermediate" 
agreement was concluded in 1950. It is left to Area Boards to 
whom to apply this ; there is no strict unif ormity in the matter.
Provincial Differentiation
There is a system of three-tier provincial differentiation, 
of which the provincial "A" scale can perhaps be considered
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the norm. The latter applies at all the larger works in 
industrial areas with the exception of the Metropolitan region; 
staff in the smaller units in rural districts are generally 
assigned to provincial "B" rates. These are £15 below 
provincial "A"; the question of whether a particular v/orks is 
to be considered as "A" or "B" is a matter for negotiation at 
Area level. "Metropolitan", for gas salary purposes, is much 
larger than the Metropolitan Police District - mainly for 
historical reasons - and includes the old "Gas, Light and Coke" 
area in its entirety. Metropolitan scales are now a uniform 
£30 above the provincial "A" standard.
The three-tier differential contrasts with the two-tier 
system, in all the other nationalised salary structures. One 
explanation is that pre-nationalisation pay standards for 
clerical and administrative personnel at some of the smaller 
works were relatively low; a special scale was necessary to 
prevent the new agrelement from being unduly costly to these 
units. The staff are certainly anxious to eliminate grade "B", 
and to some extent this is happening as Area Boards are r e ­
grouping their works into more sizeable undertakings.
Sex Differentiation
Women here have received less than men not only at the
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clerical level but also throughout the twelve administrative, 
professional and technical grades, the ratio being a strict 
4 : 5 .  However, gas is rather a "male" industry, not many 
women being employed in its higher reaches. Equal pay for 
equal work is now being introduced on the usual formula..
Conditions of Service
Normal hours for clerical, administrative, professional
and technical staffs are 38, but a longer week may be required
from individual employees. A system of overtime payments was
introduced as from April 1952, and there is a national sick
(1)
pay scheme and holiday agreement. Staff pension schemes were
(2)
established during 1952-3:.
(1) See Agreement, op. cit. Sections *C* and *D* .
(2) See Gas'Council, Fourth Report and Accounts, 1952-53 
( n m o  1953) p. 22.
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Chapter 16
TRANSPORT
The Transport Act - the statute making transport into a
public service - received the Royal Assent on 6th August 1947;
under its terms there was set up the British Transport Commission
with the general duty to secure the provision of an efficient,
adequate, economical and properly integrated system of public
(1)
inland transport in Great Britain. The Commission was
originally empowered not only to carry goods and passengers by
rail, road and inland water-way, but also to provide port
facilities, act as warehousemen and hotelkeepers and to carry
out other ancillary activities. These powers were materially
(2)
curtailed by the Transport Act, 1953; however, the provision 
of air services did not at any time come within the Commission* s 
sphere of responsibilities.
Under the 1947 Act the Commission was primarily a policy­
making body. The daily conduct of the ordinary business of 
transport was entrusted to a number of authorities known as
(1) cf. Transport Act, 1947 (10 & 11 Geo. 6. c. 49) s.3.
(2) 1 & 2 Eliz. 2. c. 13. As to the general duty of the 
Commission under that Act, see s. 25(1). This chapter 
deals with British Transport prior to the 1953 
re-organisation.
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Executives, to whom there was a far-reaching delegation of 
functions. The Executives in existence prior to the passing 
Qf the 1953 Act v/ere the Railway Executive, the London Transport 
Executive, the Road Haulage Executive, the Docks and Inland 
V/aterways Executive and the Hotels Executive; a year previous­
ly there was also a Road Passenger Executive. The Commission 
is a huge undertaking, responsible (even nov/} for a great
variety of different activities; at the end of December 1951
(1)
it had a total of 883,073 employees. While it had to satisfy 
itself as to the existence of adequate machinery for the 
settlement of terms and conditions of service, it was the 
Executives who v/ere the actual employers of staff and who
(2)
conducted negotiations on rates of pay and kindred matters.
Rail Transport
Vesting day for the railways was the 1st January 1948, when 
they passed under the control of the Railway Executive. This 
was the giant among the Executives; at end-December 1951 it 
was responsible for 599,890 out of the 888,073 employees for
(1) British Transport Commission, Financial and Statistical 
Accounts 1951, Cmd. 8572 (HMSO 1952) p. 173.
(2) For a detailed description of the negotiating machinery 
established by the Executives see P. Gilbert, Transport 
Staff Relations (Pitman, 1951).
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(1)
British Transport as a whole. The bulk of railv/ay personnel 
are manual, and include categories such as locomotive and 
permanent way staff, the traffic grades and various types of 
maintenance workers. The salaried sector comprises 76,978 
described as "administrative, technical and clerical"; 5,373
stationmasters, yardmasters, goods agents etc.; 2,284 traffic 
control staff; and 14,048 inspectors, foremen and supervisors
(2)
employed at headquarters, on operating or on maintenance duties. 
The three thousand odd railway police constitute another 
salaried category.
The machinery of negotiation in the railway industry is of 
long standing, having its roots in the early years of the 
century, though non-manual workers were not brought in until 
1921. The present structure - for the great majority - goes 
back to the inter-war period and has not been materially affected 
by nationalisation; it is known as the "Machinery of Negotia-
(3)
tion for Railway Staff, 1935" and covers both the "conciliation" 
and salaried grades. Separate bodies exist for, amongst others, 
those employed in railway workshops, professional and technical
(1) Cmd. 8572, loc. cit. The figure includes those engaged on 
collection and delivery services, but excludes marine, docks 
and canal staff under the Executive*s control.
(2) ibid. pp. 174-5.
(3) This term is commonly used to describe those non-salaried 
workers whose pay is determined under the 1935 machinery.
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(1)
personnel and the railway police.
Salaries
It is not possible here to enter in any detail into the
tangled and stormy history of railway remuneration in which,
due to the special features of railway trade unionism, the
(2)
salaried categories were also involved; the pay of the latter 
i.e. has tended to move v/ith that of the conciliation grades 
ever since the 1920s. The first post-nationalisâtion settle­
ment took effect from 1st February 1948 v/hen, foilov/ing the
(3)
recommendations of a Court of inquiry, agreement was reached
whereby both revisions in inter-grade differentials and increases
in pay were brought into operation. These rates remained in
( 4 )
force until 1st January 1951. Lest this gives a mistaken 
impression of industrial calm, we may add that the intervening 
period witnessed constant claims by one or other of the railway
(1) For a concise account of railv/ay negotiating machinery see 
Ministry of Labour, Industrial Relations Handbook (HMSO 1953} 
p.41 and pp.
(2) For a full account see Report of a Court of Inquiry (Chairman: 
C.W. Guillebaud) into Applications for ah" Improvement in 
Wages and Salaries . . ." ,Cmd. 8154 (HM80 1051)
(3) Report of a Court of Inquiry (Chairman; C.W. Cuillebaud) into 
Application ... for Improvement in Wages and Reductions in 
Weekly Hours of v/ork, Cmd. 7161 (HM80 1947). The 1948 ad­
justment was the second revision arising out of the Court’s 
recommendations, interim increases of 7/6d. p.w. (concilia­
tion grades) and £19.10.0 p.a. (salaried staff) as well as a 
shorter working week having been granted from 30.6.1947.
(4) Except for a minor improvement for junior clerks, payable 
from September 1950.
— 553 —
unions, rejected inter alia by the Railway Staff National
(1)
Tribunal and a special Board of Conciliation. The 1951
settlement was itself the result of protracted negotiations
which both preceded and followed the recommendations of yet
(2)
another Court of Inquiry, whose findings the staffs had found 
unacceptable. The 1951 rates provided for increases of broadly 
7-| per cent on those operative since 1948; they again applied 
to both conciliation and salaried personnel.
At the end of July 1951 fresh demands were submitted by the 
three railway unions for a 10 per cent rise on existing stan­
dards. Again it proved impossible to reach agreement without 
third-party intervention, and the matter was referred to the 
Railway Staff National Tribunal. Its ruling was (inter alia)
that an 8 per cent improvement should be granted with effect
(3)
from 3rd September 1951.
TABLE 59
The salary structure for male clerical staff provides for
(1) R.S.N.T. Decision No. 11 (18.3.1949) and Railways Concilia­
tion and Salaried Grades; Report of Board of Conciliation ... 
TChairman: Sir J. Forster) (EMSO 1949%? Though no increases 
were awarded by the Board, its Report led to certain 
improvements in service conditions and allowances.
(2) Cmd. 8154, op. cit.
(3) R.S.N.T. Decision No. 13 (7.11.1951) pp. 6-7. The 1951 rates 
were increased as from 2.11.1952 and further improvements 
have been effected since.
Table ^9
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BRITISH RAILWAYS
CC l e r i c a l  S t a f f
(
( Men, Gt. Bri tain $1)
S a l a r y S c a l e  a s f r o m
1.2.1948 1.1.1951 3.9.1951**
£ p.a. £ p.a. & p.a.
Junior Clerks:
Age 16 and under 130 140.10.0.
1! 145 156.10.0 .
Senior Clerks: 
Class 5
Age 18 192.10.0 . 205 221.10.0.
19 202.10.0./ X 
: 212.10.0.
222.10.0.^ /
215 232. 0 .0.
20 235 254. 0 .0.
21 245 264.10.0.
22 252.10.0 ./_s 
245. 0.0.
1 260. 0 .0 .
255 275.10.0.
25 265 286. 0.0 .
24 280 302.10.0 .
25 275. 0 .0 . 295 318.10.0 .
26 290. 0.0 . 310 335. 0 .0 .
27 305. 0 .0 . 525 351. 0.0 .
28 320. 0.0 . 545 372.10.0 .
Class 4(5 )
:
340 X 15 - 355 365 X 15 - 380 394 - 410.10.0.
Class 3 370 X 10 - 390 400 X 10 - 420 432 - 453.10.0 .
Class 2 410 X 15 - 440 44o X 15 - 455 
X 20 - 475
475 - 513. 0 . 0 .
Class 1 460 X 15 - 490 ,495 X 15 - 525 534.10.0 . - 567
(continued)
Table ^9 (continued)
- -
S a l a r y  S c a l e  a s  f r o m
1. 2.1948
Special Class Staff 
Category "A** 
Category
Category "C"
. ( 7 )
1.1.1931 3.9.1931
510 X 20 - 530 550 X 20 - 570 ; 594 -  615 .10.0 .
550 X 25 - 575 595 X 25 - 620 642. 10.0 . *•
669.10.0 .
600 X 50 - 630 1 645 X 35 - 680 696. 10.0 . —
734.10.0.
i j.
(1) For additional allowance payable in London see text.
(2) Increased by £5 as from 1.9.1930.
(3) Increased by £9 as from 1.9.1930.
(4) Increased by £7.10.0. as from 1.9.1930.
(3) The increments shown in the two adjoining columns for classes 4, 3? 2 
and Z/and "special class" staff are paid after two years on the previous 
rate.
(6) The maximum of class 4 and of the "special clfss" categories in this
column is reached after 2 years on the minimum. The maximum of classes
3, 2 and 1 is reached by two increments after 2 and 4 years' service, 
respectively. The increments are irregular, and therefore not set out.
(7) Minimum scales.
* These rates were increased as from 2.11.1932. They have been further
revised since and the grade structure recast.
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(1)
eight classes, plus age rates for juniors of 17 and under.
At 18 a clerk normally proceeds automatically to class 5, whence 
progression is again by age up to a maximum reached at 28. Glass 
5 is designed for the more routine type of work. Class 4 
personnel usually have some supervisory duties - a typical 
example would be a chief clerk in a goods office with five 
juniors under him. A class 3 goods clerk might be in charge 
of a staff of nine, a class 2 of 25, and so on up to a special 
class "B" goods clerk responsible for 116 personnel. In the 
classification of particular posts the management has the final 
word, though an individual can appeal under agreed procedure.
It should be noted that the special class scales are minima; all 
the other figures on Table 59 are standard rates.
Advancement from class 5 is not automatic, though vacancies 
in the higher ranges are, v/ith the exception of a limited entry 
of university graduates, filled from within the industry. Though 
promotion prospects have frequently been claimed as very satis­
factory by the Railway Executive, this view is not shared by the 
representatives of the men, the Transport Salaried Staffs' 
Association. At the time of the hearing of the second 1951 claim,
(1) Reduced to six as from 10.1.1955. The description of duties 
etc. that follows applied prior to the re-organisation of the 
grade structure.
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the Association drew attention - as they had done on previous 
occasions - to the limited opportunities for advancement, 
indicated by the fact that 41.9 per cent of all male clerks'
(1)
posts were found in the age-scale groups, i.e. class 5 and below. 
The Railway Executive, on their part, pointed out that, as against 
1959, there had been a general improvement in the level of 
classification.
Stationmasters, Controllers, Supervisors, e t c .
The classes and salaries for stationmasters, goods, passenger
and parcels agents, yard masters and their assistants and for
(2)
dock and railway supervisory grades are the same (1951) as those
for clerical staff, except- that there are here no age scales ;
(2)
class 5 consists of a flat rate equivalent to the maximum of
clerical 5. For traffic control staff the hierarchy formally
begins with class 3, with a proviso that assistant controllers 
are to be placed in the 4th and 5th clerical grades. A station- 
master - the local representative of British Railways - is 
normally responsible for both passenger and goods work, except 
at the larger termini; if in charge of, say, two stations with 
a total staff of 34, he would be in class 3. At a busy terminus,
(1) See R.S.N.T. Decision No. 13, op. cit. p. 11.
(2) Salaries are now £10 per annum higher.
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however, his remuneration would be beyond the limits of Table 
59; the stationmaster at the London terminus of one of the 
principal lines to the north, for instance, had a 1951 salary 
of £950 per annum.
Though the salary structure for the different categories of 
supervisory staffs - ignoring the clerical classes for the 
moment - is identical, the actual pattern of grading varies.
Thus the average rate of pay for "inspectors, foremen and super­
visors (operating)" in the week ending 26th April 1952 was 
164/6d.; for "stationmasters, yardmasters, goods agents, etc."
181/6d.; and for "foremen, inspectors and other supervisors
(1)
(on maintenance and construction)" 192/- per week, indicating
a progressively increasing preponderance in the higher levels.
Even more substantial were the differences in average earnings :
in the same week these were 196/3d. for the "stationmasters etc."
group, while the "foremen, inspectors etc. on maintenance and
, (2)
construction" averaged 234/Gd. The excess of earnings over
(3)
rates is generally much greater than before the war, due, amongst 
other things, to increased overtime working.
(1) British Transport Commission, Fifth Annual Report and 
Accounts for 1952 (BlîSO 1953)"p.^ 3^2%
(2) ibid.
(3) For a comparison of the excess of earnings over rates in 
1939 and 1949 see Board of Conciliation 1949, Report, 
op. cit. Appx. 8.
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A problem which has caused much trouble in the post-war 
history of railway remuneration - though of course not confined 
to the Railways - is the question of inter-grade differentials. 
The 1947 Court of Inquiry had come to the conclusion that there 
was "an urgent need for detailed and exhaustive reconsideration 
of the whole grading of the various classes, scales and cate­
gories which make up the complicated structure of the railway
(1)
service"; in addition to awarding an immediate interim increase
in pay and a reduction of working hours the Court pressed, as
a matter of urgency, for a thoroughgoing investigation of this
matter. Hence the further adjustments which took effect in
1948. However, as far as the unions were concerned, the 1948
(2)
settlement did not satisfactorily dispose of the question, 
with the result that "differentials" have become the stock-in- 
trade of all subsequent negotiations. Though the problem is 
more serious as regards the conciliation grades, it is not con­
fined to them; whilst the class 5 clerk's 1951 maximum (prior 
to the September rise.) represented an improvement of 72-g- per
cent over the equivalent 1939 rate, the special class "C" rnaxi-
(3)
mum had then only gone up by 40 per c e n t . As the Railway Execu­
tive has pointed out, however, this is largely the result of the
(1) Cmd. 7161, op. cit. para. 100.
(2) Cmd. 8154, op. cit. para. 107.
(3) cf. R.S.N.T. Decision No. 13, op. cit. p. 12. In monetary 
terms there has been a slight widening of differentials.
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war-time practice of granting flat-rate cost-of-living
increases in line with the then national policy of lifting
(1)
up the man at the bottom. We may add that, as far as the
post-war revisions are concerned, these have been both of
the percentage and the flat-rate variety, the 1952 Tribunal
award constituting a reversion to the system of flat-rate
(2)
adjustments .
Another aspect of the problem of relativity is the size 
of the differential between the salaried and wages grades as 
such; in their evidence to the 1951 Court of Inquiry - as 
again on later occasions - the Transport Salaried Staffs'
(3)
Association stated that, while they did not grudge the
increases granted to the conciliation staff, they felt that
differentials had been reduced too much; compared with the
130 per cent rise over 1939 for the lowest-paid "conciliation"
man, the grade 2 porter, the improvement for the bottom man
in the salaried structure on the maximum of class 5 was only 
( 4 )
72-g- per cent ; where bonus systems operated, a supervisor 
might actually be drawing less pay than the (wages) staff in 
his charge. While T.S.S.A. consider such comparisons between
(1) Cmd. 8154, op. cit. para. 136.
(2) Juniors were however awarded less than adult clerks.
(3) Cmd. 8154, op. cit. paras. 112-116 and R.S.N.T. Decision 
No. 13, op. cit. p. 13.
(4) The percentage increases for the lower age-points of class 
5 are considerably h igher.
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the base of the two structures legitimate, the Railway-
Executive has pointed out that the percentage increases to
salaried and conciliation grades whose pre-war rate had been
approximately the same showed that this relationship had not
been upset; undue preference had not been given to either
(1) 
category.
Actual contact between the two hierarchies is at the 
inspectorial and supervisory point ; stationmasters, inspectors, 
supervisors, etc. are recruited either from clerks or from 
senior wages grades. A yard foreman, for instance, is a 
member of the traffic staff and as such one of the wages 
categories; he may be promoted to yard inspector (salaried).
As yard foreman his wage (outside London) as from September 
1951 was 142/6d. a week - only about 9d. less than the maximum 
of class 5 - though he might be promoted to a higher salary 
class. Other foremen and checkers may reach positions such as 
supervisors in goods-depots, and there is also movement from 
signalman (wages) to stationmaster (salaried). In the latter 
case promotees are invariably placed in class 5.
Professional and Technical Staffs
Professional and technical staffs have separate negotiating
(1) R.S.N.T. Decision No. 14, op. cit. p. 14; Cmd. 8154, op. cit 
para. 39; and R.S.N.T. Decision No. 13, op. c it. p. 35.
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machinery - of fairly recent origin - salaries being first
(1)
fixed on a national basis in June 1947. The rates apply to
grades such as draughtsmen, engineers, surveyors and chemists
at the technical, rather than the fully professional, level.
There are three sets of scales. Group "A" is linked to age-
points all the way up to 36, the rate at that point being fixecj
(2)
at £545.10.0 per annum in September 1951. Group "B" covers a 
span analogous to that of special categories "A" and "B", while 
professional group "0" is identical with special class "G". 
Separate salaries are laid down for tracers as well as for 
certain staff in chief mechanical engineers' and other depart­
ments: these apply mainly to men who have come out of the
workshops after completing a craftsman's apprenticeship. All 
rates here are minima, the Railway Executive insisting - as did
(3)
the Companies previously - on the necessity of evaluating each 
technical appointment on its merits.
Senior Staff
In October 1950 agreement was reached for the establishment 
of negotiating machinery for higher administrative and technical 
officers v/ith salaries above £630 but below £1,600 per anmrni.
(1) Following a reference to the Railway Staff National Tribunal;
see R.S.N.T. Decision No. 10 (28.5.1947).
(2) Increased as from 2.11.1952.
(3) cf. R.S.N.T. Decision No. 10, op. cit. p. 16.
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No definite scales were laid down, each individual having his 
position assessed by the management, with the unions entitled 
to make representations; progression towards the maxima thus 
determined is by a series of merit advances. Increases of up to 
£75 became payable in September 1951, and further small improve­
ments were granted in November 1952. Meanwhile it has been 
decided that the salary ceiling should be raised to £1,774.
No union has been recognised for negotiating the pay of the 
most senior staff - i.e. above the £1,774 level; no formal 
agreement has been drawn up to cover these.
Provincial Differentiation
The scales shov/n on Table 59 apply throughout Great Britain; 
in London an extra £10 a year is payable. This accrues to 
staff within a 10-mile radius of Charing Cross, but those in 
the special class categories (or in the equivalent professional 
and technical grades) do not qualify for the addition. In this 
instance the other sections of British Transport have been more 
generous than the Railways, the relevant agreements - for those 
not paid by analogy with Railway rates - providing for a London 
allowance of £25 per annum.
Sex Differentiation
The number of women in the clerical and administrative
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grades of British Railways was 20,367, out of the total of
(1)
76,978 at end-December 1951. This relatively small proportion 
is due to the fact that British Railways continue to employ 
men’for the bulk of their clerical work. In the supervisory, 
stationmaster and similar categories no women are to be found 
apart from a few stragglers.
The clerical hierarchy for women is simpler than for men,
there being only two classes - apart from rates for juveniles -
plus the three "special" categories. Glass 2 has an age-scale
covering the 10-year span 18 to 28, and is regarded by the
management as the equivalent of the male class 5. It applies
equally to typing grades, though these received something extra
under some of the other Executives' salary schemes. The great
bulk of women are in class 2 or below: the proportion was 87.2
(2)
per cent at the end of 1951. The sex differential is not 
uniform, nor has any rule been laid down on this point. It is 
somewhat narrower at.the base than higher up the ladder : at
age 16 the female clerk's 46/6d. (September 1951 rate) represent 
ed approximately 86 per cent of her male colleague's pay; at 
age 28 the ratio was about 4 : 5 .  Comparison higher up is 
complicated by the fact that management and staff do not see eye 
to eye as to which female and male grades correspond to each
(1) Cmd. 8572, op. cit. p. 175.
(2) See R.S.N.T. Decision No. 13, op. cit. p. 11 (evidence sub­
mitted by T.S.S.A.).
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other; the women's special class categories, for instance, are 
not the equivalent of the men's. Equal pay for women on 
administrative^ technical and clerical work is now being intro­
duced.
Hours
The working of irregular schedules is widespread in rail­
way employment and affects also a portion of non-manual staff.
For the majority of the latter hours are now 42 a week, but 
those directly supervising manual grades work longer; on the 
other hand, in some offices 38 hours are the rule under arrange­
ments going back to 1919. There are detailed provisions for 
enhanced remuneration for overtime, night duty and week-end
work - matters which have given rise to considerable difficulty
(1)
between the two sides. Certain stationmasters and supervisory 
personnel receive "on-call" allowances to cover periods during 
which they must hold themselves available in case of emergency. 
These are of very modest dimensions ; for those "on-call" on 
alternate weekdays or weeks throughout the year they are between 
£15 and £25 per annum. Actual time worked is paid for in addition*.
(1) See e.g. R.S.N.T. Decision No. 14, op. cit. p. 16.
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Travel Concessions
Railway employees have for a long time enjoyed, special
emoluments in the way of travel facilities - on the lines of
the free/concessionary coal privileges we have come across
before. All staff may travel to work on British Railways free
up to a radius of 12 miles in London, 8 in the provinces, and
at reduced rates beyond. They are also entitled to a number of
free tickets for holiday purposes, depending on rank and/or
length of service; those in the special class categories, for
(1)
instance, qualify for seven free first-class tickets per annum.
All railway workers may travel at any time on payment of one-
(2)
quarter of the ordinary fare.
Superannuat ion
The salaried staffs of British Transport are not as yet 
covered by a common superannuation scheme, though it is hoped 
to introduce one in the fu t u r e . On British Railways and London 
Transport, the schemes inherited from the former Railway 
Companies and the London Passenger Transport Board have mean­
while continued to accept new entrants.
(1) Two of these are available over any part of the B.R. n et­
work, the remainder to be used in the Region of employment,
(2) Now somewhat more.
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Other Executives
A few remarks only about the employees engaged in the other
sections of British Transport. As indicated, each Executive
has been the direct employer of its staff and responsible for
negotiating their terms of service. Dealing with this matter
in its first Annual Report, the Transport Commission speaks of
the wide range of occupations among the large staff over whom
it had acquired control, some of whom belonged exclusively to
the Commission while others had their counterparts elsewhere;
in these latter occuoations "regard must necessarily be had to
(1)
the wages and conditions applying in these industries." In all
the circumstances, no common machinery could cover all the grades
(2)
in the Commission's undertakings.
Though each Executive was formally independent in its staff 
policy, it had to obtain the Commission's approval before the 
conclusion of major agreements ; appointments and salaries in
(3)
the higher ranges had similarly to be confirmed from the centre. 
The Commission did not, hov/ever, try to impose a rigid uniformity, 
though if discrepancies between comparable wage rates became too 
great, it would have been certain to step in. Nor would it
(1) 1948 Report, op. cit. pp. 54-5.
(2) The only instance of "Commission-wide" negotiating machinery 
is the British Transport Police Force Conference.
(3) 1948 Report, op. cit. p. 6.
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have allowed one Executive to squander profits or aggravate a 
deficit by undue generosity. It was thus a case of each 
Executive setting its own standards, without .attempting to pay 
precisely the same as its sister organisation.
The largest Executive apart from British Railways was the 
London Transport Executive - the only one still in existence - 
with almost 100,000 employees in 1951. Its salaried staff is 
relatively small in view of an interesting difference in 
grading practice, the L.T.E, treating all its booking clerks 
as "wages", while British Railways classify them together with 
their head office clerical personnel. London Transport has also 
established, as a definite principle of staff policy, that all 
routine work is to be done by women, and have therefore abolished 
the equivalent of classes 5 and 4 in the male clerical hierarchy. 
Hence the grade structure of London Transport diverges more 
from that of British Railways than did that of the former London 
Passenger Transport Board from the Main Line Companies'; 
differences in grading procedure have existed all along and it 
appears that, as a result, the level of remuneration in London 
Transport is somewhat higher.
The first agreement concluded by the Road Haulage Executive, 
covering administrative, professional and technical, super­
visory and clerical grades, provided for scales broadly
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similar to those for British Railways, although the pattern 
was simpler: instead of the eight classes (excluding juniors)
for railway clerks, there were here only six (including
(1)
juveniles). The juondon allowance was also more generous. As
for Road Passenger Transport, the Executive here was never
engaged in the direct operation of the undertakings ov/ned by
(2)
the Transport Commission; the only persons directly employed 
were a small number of headquarters staff. It had nevertheless 
established negotiating machinery for clerical and supervisory 
personnel and various inspectorial, engineering and foremen 
grades•
The Docks and Inland Waterways Executive v/as organised in 
two separate divisions, responsible for docks and waterways 
respectively. As far as salaried staff in the Waterways 
Pi vis ion were concerned, there were separate agreements for 
clerical and supervisory staff, senior engineering workers and 
for professional and-technical grades; the rates for the former 
two categories were, with the exception of some negligible 
differences in class 1, identical with those in road haulage.
The pay for professional and technical staff, on the other hand.
(1) There was a somewhat greater divergence between the two sets 
of scales operative from November 1952.
(2) These have been throughout in the hands of the several 
companies of the Tilling group (England and Wales) and the 
Scottish Omnibuses group.
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was exactly the same as that in force for analogous railv/ay 
grades, with the exception of the London allowance. Similarly, 
the rates of non-manual workers employed by the Docks Division 
of the Executive corresponded to those paid by the Railway 
Executive, from whom these staffs were taken over.
The employeea of the Hotels Executive were those formerly 
working for the Main Line Companies in connection with their 
hotel, refreshment room and restaurant car services. Wnile the 
remuneration of most of its workers was within the scope of the 
Licensed Residential Establishment and Licensed Restaurant Wages 
Board set up under the Catering Wages Act, the Executive followed 
railway standards as far as its head office administrative staff 
was concerned.
The precise degree of correspondence between the rates fixed 
by the different Executives thus varied. Satisfactory comparisons 
are in any case difficult because so much depended on the actual 
grading of posts ; the existence of additional emoluments in 
kind available to some of the staff is a further complicating 
factor. However, having determined their own wage and salary 
structure, there was a tendency for the Executives to grant 
increases on identical terms. The pay settlements for railway 
workers operative from January and September 1951, for instance.
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were applied to the employees of a number of the other 
Executives; similarly, the improvement in service conditions 
for railway grades, resulting from the 1949 Board of Concilia­
tion Report, was extended to other sections of British Transport. 
Again, all the Executives negotiated pay agreements up to the 
same level.
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Chapter 17
CIVIL AIR TRANSPORT
Civil air transport differs from the other nationalised
(1)
industries in that though largely, it is not exclusively, a
public service, two national corporations sharing the field
with a number of privâtely-ovvned undertakings. The British
Overseas Airways Corporation (B.O.A.C.) was established in 1940,
though until April 1945 it operated under special war-time
(2)
arrangements. The Ministry of Civil Aviation took over under
(3)
the Civil Aviation Act, 1946, which also established the 
British European Airways Corporation (B.E.A.) and the British 
South American Airways Corporation (B.8.A.A*), to operate in 
Europe and Latin America, respectively. B.S.A.A. has since been 
merged into B.O.A.C,
Numbers and negotiating machinery; Staff in the service of the 
two public corporations on 31st March 1951 numbered 23,279.
(1) Strictly speaking, coal, electricity, e t c . also have private 
sectors; however, these are of negligible proportions.
(2) As provided for in the British Overseas Airways Act, 1939; 
cf . Annual Report and Statement of Accounts of the British 
Overseas Airways Corporation for the year ended 31st March 
1947 (HMSG TÔ47) p. 6.
(3) Since superseded by the Air Corporations Act, 1949.
(4) British Overseas Airways Corporation, Report and Accounts for 
1950-1951 (HI'/lSO 1951} para. 109, and BFiti'sh" European Airways 
Corporation, Report and Accounts for 1950-1951 (HMSO 1951}
p. 53. Precise figures for the private sector are not 
available.
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This figure includes pilots, stewards and other flying staff, 
all types of engineering, maintenance and manual workers as 
well as clerical and administrative personnel.
As B.E.A. began as a division of B.O.A.C., the conditions
of service established at its inception were based on those in
the parent organisation; B.S.A.A. similarly acted in close
consultation v/ith the two other corporatlons, though in some
instances following an independent salary policy. In November
1946 a National Joint Council for Civil Air Transport was set
up, and in 1948 it admitted to membership the British Air Charter
(1)
Association, to which many of the private companies are 
affiliated. Thus both public and private enterprise are now 
part of the national negotiating machinery, though in some cases 
there are separate agreements in respect of "public" and 
"private" employees. The National Council is responsible for 
all sections of the industry's staff; it has formed eleven 
sectional panels, each with full powers to settle the terms of 
those within its purview. There are also a number of agreements 
dealing with conditions other than pay; these are concluded 
by the National Council itself and of industry-wide application.
(1) Now the British Independent Air Transport Association.
(2) 8ee Civil Air Transport Industry, Handbook of Agreements, 
Section I, para. 6.
- 573 -
Pilots
The Pilot Officers' National Sectional Panel has drawn up
separate agreements to cover those engaged by the two public
(1)
corporations and by the various independent operators, 
respectively. The major agreement relates to all pilots in 
the employ of B.O.A.C. and B.E.A. on airline duties; special 
categories such as test pilots are outside its scope. There 
are five grades; allocation to these is at the discretion of 
the corporations, promotion depending both on the possession 
of officially prescribed qualifications and establishment 
vacancies. The majority of pilots attain senior captain 
2nd class rank, which might be considered the career g r a d e .
As senior captain 1st class they reach the zenith of their 
career qua pilot, though there may be advancement to top-level 
administrative appointments.
TABLE 60
The remuneration of pilots is made up of a basic scale
with annual increments, except for the top grade to which a
flat rate is now attached. In addition, there are various
allowances in cash and kind, but a v/ord first about the basic
^8.tes. Those shown on Table 60 as operative from 1st June 1947
(2)
were the result of an Industrial Court award, and represented
(1) In membership of the National Joint Council.
(2) No. 2114 (HMSO 1947).
Table 60
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CIVIL AIR TRANSPORT
P i l o t s
(employed by the public Airways Corporations)
Basic Salary Scale as from
1.6.1947 13 .2,.1951"
£ p.a. «i p .a .
Second officer Goo X 23 - 700 815 X 30 - 935
First officer 730 X 23 - 900 1,035 X 30 - 1,305
Captain 1,000 X 43 - 1,l8o 1,335 X 50 - 1,535
Senior captain - 2nd class 1,200 X 30 - 1,48o 1,585 X 55 - 1,915
Senior captain - 1st class ,1,300 X 30 - 1,630 2.,150
(1)
Additional cash allowances payable to U.K.-based staff:
(2)(a) Daily travelling allowance
All ranks
(b) Daily overseas allowance
First and second 
officer
Captain
(c) North Atlantic pay
Second officer 
First officer 
Captain
Senior Captain
(4)
6/0 per night
11/0 per day^^^ 
13/0 " "
£• p.a.
223
230
273
300
7/6 per night
13/6 per day^^^ 
18/0 " "
(6)
(1) For emoluments in kind and London allowance for B.E.A. pilots see text.
(2) Payable on services to/from Europe, Mediterranean Islands or Tangier.
(3) Away from base outside the U.K.
(4) Applicable to all overseas flights other than (a).
(3) Away from U.K., including day of departure but not of return.
(6) North Atlantic pay accrued at the rates shown in the preceding column 
until end-July 1931.
* In July 1933 the pilots' pension scheme became contributory and an amount 
approximately equivalent to the contribution was added to salaries. A 
general increase took effect from 26.3•1934 and salaries have been further
revised since.
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the first major settlement of salary and pension structure
following the post-war re-organisation of the industry. They
(1)
superseded the interim rates which had been provisionally
paid by B.O.A.C. and B.E.A. since April 1946, as well as zhe
rather different pay system of B.S.A.A. which the latter had
inherited from its brief spell of private enterprise and the
(2)
continued existence of which it defended before the Court.
The new standards were made to apply uniformly to the three 
national corporations.
In December 1950 the employees' side of the Bilot Officers'
National Sectional Panel lodged a claim for enhanced remuneration,
(3)
on which a settlement was eventually reached applying retro­
spectively from 15th February 1951. As a glance at Table 60 
will show, these rates represented very substantial increases 
over those previously in force, especially for the higher grades : 
a 1st class senior captain, for instance, "jumped" from £1,500- 
£1,650 to a new flat -rate of £2,150 per annum. The reason for 
this very considerable improvement was that much higher qualifi­
cations were being required of pilots to operate the new post-war
(1) Though in effect mainly consolidating them.
(2) Industrial Court Award No. 2114, op. cit. paras. 5, 10 and 14.
(3) On all points except the London allowance for B.E.A. pilots; 
see p o s t .
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aircraft, while radical changes - such as the advent of the
jet engine - were making fresh demands on them to keep abreast
of technical developments. Another factor favouring the oilot
(1)
was the increased earning capacity of his craft.
As indicated, a pilot's basic salary is supplemented by
various allowances. The first of these is a (non-taxable)
daily travelling/overseas allowance, oaid to all United- —   ^ -------------
Kingdom-based personnel, in respect of each day of flying duty.
This emolument is intended to cover incidental expenditure
incurred abroad - such as for extra drinks, taxis and laundry
bills - and varies in accordance with whether or not the pilot
is engaged on European schedules or farther afield. In the
latter case the amount depends also on rank. At the time of
the 1947 arbitration proceedings it was estimated that, on an
average, B.O.A.C, pilots are out on service for 180 days per
(3)
annum; on that basis the daily overseas allowance would be 
(end-1951) £162 a year for captains and £121.10.0 for first 
and second officers. The allowance is not, however, to be 
looked upon as additional remuneration.
(1) The salaries of pilots were adjusted in July 1953 to 
compensate them for the pension contribution - 5^ of pay - 
to v/hich they then became liable. Increased remuneration 
was awarded by the Industrial Court (Award No, 2500, HMSO 
1954) as from 26.3.1954.
(2) Unless seconded to an associâted/subsidiary company, aircrews 
are normally U.K.-based.
(3) cf. Industrial Court Award No. 2114, op. c i t . para. 7. In 
the case of B.E.A. the variable nature of operations makes 
 ^ difficult to provide a similar estimate.
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Until end-July 1951 there was also a system of North
Atlantic p a y , under v/hich pilots received sums ranging from
£225 to £300 per annum over and above their basic salary. This
emolument originated in pre-war days when Imperial Airways - a
predecessor of B.O.A.C. - started experimental North Atlantic
flights and introduced a soecial payment in recognition of the
(1)
then abnormal nature of these services. The allowance was
later extended and paid on all trans-oceanic routes, but as
from April 1946 it was again reduced in scope as indicated by
its designation "North Atlantic pay"; at the time of the 1947
negotiations the pilots tried in vain to have it restored to
(2)
trans-oceanic proportions. Meanwhile, flights across the
Atlantic were becoming routine, and the management of B.O.A.C.
increasingly took the view that special additional remuneration
(3)
was unjustified. Y^ Ihlle North Atlantic pay continued under the 
1947 Industrial Court award, agreement has since been reached 
for its abolition; the decision took effect from August 1951.
Owing to what may be described as an administrâtive faux 
pas, B.E.A. pilots based on the capital were granted a London 
allowance by the newly-formed British European Airways Cor­
poration in 1946, and have enjoyed it ever since. The employers, 
considering the addition an anomaly, have made strenuous efforts
(1) See Industrial Court Award No. 2363 (HMSO 1952) para. 2.
(2) Industrial Court Award No. 2114, op. c i t . paras. 13 and 16(e).
(3) Industrial Court Award No. 2363, op. c i t . para. 2.
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to have it abolished, but an independent arbitrator in 1948
having decided in favour of its continuation, the Industrial
(1 )
Court in March 1952 felt constrained to award likewise.
The position now is that though all airways corporation pilots
are London-based, only those working for B.E.A. receive a
London weighting. The latter is graduated according to salary,
(2)
ranging from £39 to £104 per annum. it tapers off for those 
with pay exceeding £1,580, no allowance accruing when basic 
remuneration reaches £1,684.
There are certain other allowances awarded for duties over
and above those of a pilot on normal line duties. A pilot
instructor, for instance, receives an extra £416 per annum
(B.O.A.C.) and £250 (B.E.A.), plus £50 for holding an examiner's
certificate. Flight captains may also receive additional pay -
Say, for special administrative tasks - at the rate of £100
(3)
(B.O.A.C.) and £250 a year (B.E.A.).
Apart from these cash additions, a pilot is supplied with 
subsistence and accommodation whilst away from base. He is 
entitled to free passages for his wife and dependent children
(1) Industrial Court Award I'lo. 2366 (PIMSG 1952).
(2) For those under 21 the allowance varies according to age
only, and ranges from 10s. to 14s. per week.
(3) The figures in this paragraph relate to 1951 and have since
been revised.
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on being posted overseas for a period of not less than twelve 
months, provided that "conditions at the base are such as 
shall be considered suitable for European women and child­
ren" • He also receives his uniform free of charge, though 
technically this is on loan. All pilots must be prepared to 
"proceed to any place required by the Corporation in the per­
formance of their duties".
Working schedules are related to type of operation, subject
to an overriding limit of 1,000 flying hours during any one
calendar- year. Duties are to be arranged so as to ensure, as
(1)
far as practicable, that pilots have an average of seven days 
off at base each month. Annual leave for those in the United 
Kingdom or Europe is three or four weeks per annum according 
to salary; for those stationed elsewhere it varies according 
to climate and other conditions at the base.
A Joint Pension and Insurance Scheme is in operation, member' 
ship of which is compulsory. It provides for a pension varying 
with age of entry and retirement: for a pilot recruited before
30 it amounts to £350 per annum if retiring at 40, rising to
(1) Inclusive of customary holidays.
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£650 if retirement takes place at 50. The "normal retirement
(1)
age" is 45. Pilots thus have a very short career.
Independent pilots; The agreement covering pilots employed
by private operators provides for six levels - F to A - with
rates which, with the important exception of the extra grade,
are the same as those on Table 60. Classification here depends
mainly on the type of aircraft flown; the additional grade P
applies to those with less than 500 hours^ flying experience,
the salary being £750 per annum. There is no schedule of
overseas allowances, but there is a general provision that "the
Employer shall bear the cost of any reasonable out-of-pocket
(2)
expenses incurred by Pilots when on duty away from b aseU.
There is thus no precise equality between pilots ^ remunera­
tion in the public and private sector - nor in certain other 
service conditions - though in the main emoluments for like 
types of operation are analogous. Even this rough parity did 
not come about automatically, but was the result of a reference 
to the Industrial Court, necessitated by the break-down of 
negotiations following the admission of the British Air Charter
(1) A new contributory pension scheme was introduced in July 
1953, under which the normal retirement age is 48.
(2) Handbook, op. cit. Section X, p. 12.
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Association to the National Joint Council in 1948. The Court
(1)
then found that the standards maintained by the various 
private firms were in certain respects inferior to those in 
force in the three national corporations, and were not in 
compliance with section 41 of the Civil Aviation Act, 1946 v/hich 
required that, in the absence of mutual agreement by the parties 
concerned, the terms and conditions of persons employed by any 
independent undertaking providing air transport shall not be 
less favourable than those observed by the three corporations.
Other Aircrew Personnel
There are three other groups of operational flying staff -
navigating, engineer, and'radio officers ; as members of a
plane ^ s aircrew they have the same service conditions as pilots
(2)
and qualify for the same allowances. In each case the relevant 
agreement now provides for two grades, navigating and engineer 
officers being covered by a joint document. Basic scales for 
navigating officers, operative from 1st August 1951, were £800 x 
£25 - £900 for grade "B" and £930 x £30 - £1,140 for "A"; the 
two engineer officer grades between them cover a somewhat wider
(1) Industrial Court Award No. 2232 (HMSO 1949} paras. 4-5.
(2) The daily overseas allowance is at the lov/er (i.e. 1st and 
2nd pilot officer) r a t e . The London allowance is paid to 
all B.E.A. radio officers (navigating and engineer officers 
are not employed by B.E.A.}.
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(1)
span - £725-£l,245. Radio officers, looked after by a separate 
Radio panel, had basic salaries - again as from August 1951 - 
between the limits of £725 and £1,140.
As for pilots, the Industrial Court had to adjudicate on 
the post-war salary and pensions structure, the terms and con­
ditions of the three groups forming the subject of a joint
(2)
reference during 1948. The award was again made retrospective 
to June 1947, and here also there was no further adjustment of 
basic pay until 1951, when substantial improvements were granted 
Radio, engineer and navigating officers, one may add, are very 
conscious of the relationship of their remuneration to pilots’; 
one of their representatives’ arguments at the 1948 arbitration 
hearing was that the responsibilities of the three categories
had so increased in recent years as to justify a very considerable
(3)
reduction in the pilots’ former differential.
Stev/ards
Stewards and stewardesses - the cabin services flying staff 
are looked after by the Catering Panel of the National Joint 
Council. The agreement dealing with their terms of employment
(1) Employed by the two national corporations.
(2) Industrial Court Award No. 2169 (HMSO 1948).
(3) ibid. para. 7, p. 7.
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dates back to October 1948, though the all-important schedule 
"a ", setting out pay scales, has been revised on several 
occasions. All rates apply equally to men and v/omen, "equal 
pay" being the general rule in civil air transport.
TABLE 61
Until age 20 all staff are treated as trainees; stewards
class III are those undergoing advanced training. Class II
must be "competent to undertake without supervision all duties
attached to Line operations". Class I and head/senior stewards
supervise the lower ranks, but also have various administrative
functions such as, in the case of class I, the allocation of
rosters, promotion depends primarily upon merit and efficiency,
though class III personnel normally qualify for advancement
(1)
after one y e a r ’s service. All increments are granted subject 
to satisfactory work and conduct.
Stewards’ basic -salary is supplemented not only by allowances 
in respect of flying duty, but also by a system of flying p a y . 
This varies between £1 and £2.10.0 a week according to rank; all 
staff qualify for this v/hile allocated to a flying roster - 
normally throughout the year unless "grounded" for some reason.
(1) Or earlier, if specially recommended.
Table 61
-  5 8 ^  -
CIVIL AIR TRANSPORT
S t e w a r d s a n d S t e w a r d e s s e s
Salary (incl,
------( i T " ....
Flying Pay) as from
1.10.1948 1 9 .8 .1951*
s. p.w. s. p.w.
Steward trainee
Age 17 70/0 82/6
18 82/6 95/0
19 95/0 107/6
20 107/6 120/0
steward class III l40/0 157/6
Steward class II 150/0 X 5/0 - 170/0 167/6 X 5/0 - 187/6
Steward class I 175/0 X 5/0 - 190/0 192/6 X 5/0 - 207/6
Head or senior steward 205/0 X 7/6 - 220/0 222/6 X 7/6 - 237/6
(2)
Additional cash allowances payable to U.K.-based staff;
(a) Ni^ht-stop allowance
Ail ranks 6/0 per night
(5)
(6)
(4)
(b) Daily overseas allowance
All ranks 11/0 per day
(c) North Atlantic pay
Steward class III 
All higher grades
p.w.
20/0
^0/0
7/6 per night 
(6)
(4)
13/6 per day
(1) £1 in the case of trainees, £2 for stewards class I, II and HLand £2.10.0. 
for the top grade. Plying pay does not accrue if not allocated to a 
flying roster.
(2) For emoluments in kind and London allowance for B.E.A. stewards see text.
(3) Payable on services to/from Europe, Mediterranean Islands or Tangier.
(4) Away from base outside the U.K.
(5) Applicable to all overseas flights other than (a).
(6) Away from U.K., including day of departure but not of return.
K The salaries of the three top grades were increased as from 19.10.1952 
and for all staffs as from 1.10.1954. They have been further revised 
since.
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As for the daily allowances, these are identical in all hut 
name with those for pilots, while B.E.A. stewards receive an 
additional London weighting - again on the same terms as pilots.
The introduction of the 1951 scales - constituting a rise of 
17/6d. a week in the case of adults - was coupled with the 
abolition of North Atlantic pay; here again this had been an 
additional emolument, accruing to all except trainees while 
employed on North Atlantic operations. Negotiations for its 
termination proved more difficult in this instance and had to 
be referred to the Industrial Court, the staff representatives 
insisting that the other sections of flying staff had been far
(1)
more generously treated by way of compensatory salary increases.
The Court awarded that North Atlantic pay be abolished as from
the date of the 1951 pay settlement. The latter, we may add,
remained in force until October 1952, when improvements of up
to 22/6d. a week were secured, though the rates for trainees
(2)
and class III stewards remained unchanged.
All stewards are provided with free meals and accommodation 
whilst away from base, though not necessarily at a pilot’s 
standard. No maximum number of hours has been laid down, though
(1) See Industrial Court Award No. 2363 (HMSO 1952) paras. 4, 6 
and 8.
(2) Salaries were further revised as from 1.10.1954.
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the latter's ceiling of 1,000 flying hours a year would not 
normally be exceeded. Periods of duty are in the nature of 
the case highly irregular, but time-off provisions are generous. 
Stewards must be prepared to serve in any part of the world.
Clerical and Junior Administrative Staff
The agreements of the Clerical and Clerical Administrative
Panel apply to all "weekly-rated clerical staff" employed in
(1)
the United Kingdom; apart from clerks proper and typing grades, 
they also cover categories such as traffic booking staff, 
supplies, technical records and signals personnel. The rates 
relate equally to men and women - unusual (until recently) at 
the clerical level.
TABLE 62
There are five clerical grades; so far as practicable,
initial engagement is to the junior ranks, vacancies for senior
appointments being filled by promotion. ’E ’ applies to those on
simple routine tasks, while scale *A’ should only be paid for
"¥;ork requiring highly specialised or wide general knowledge and
(2)
experience of particular spheres of work". Those in this latter
(1) Including N. Ireland and Isle of Man, but excluding Channel 
Islands for which there is a separate agreement.
(2) Handbook, op. cit. Section V, Appx. ’A ’.
Table 62
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CIVIL AIR TRANSPORT
Clerical and Clerical Administrative 
(Men and Women, London)
Staff
Scale 'K'
Age 15
16
17
18
19
20
21 and over
Scale 'D'
Age 18
19
20
21 and over
Scale
Scale
Scale
S a l a r y  
î.1.1950
So p.w.
47/6
55/0
•62/6
70/0
77/6
85/0
97/6 X  5 / 0  - 112/6
S c a l e a s f r o m
3€
15.7.1951
s. p.w.
57/6
65/0
72/6
80/0
87/6
95/0
112/6 X 5/0 - 127/6
75/0
82/6
90/0
102/6 X 5/0 -
122/6 X 5/0 -
142/6 X 5/0 -
X 7/6 -
165/0 X 7/6 -
85/0 
92/6 
100/0 
117/6 X 5/0 - 147/6
137/6 X 5/0 - 167/6^ ^^
(1)
157/6 X 5/0 - l67/6_x 
X 7/6 - 197/6^
180/0 X 7/6 - 225/0^3)
(1 ) There is a proficiency bar after the fifth (adult) year; increments 
beyond the bar are not necessarily awarded at annual intervals.
(2) The minimum of the scale is linked to age 21.
(3) A proficiency bar operates after the fourth year. The final increment 
is payable after 3 years on the previous rate (now after 3 years in the 
case of scale *B*).
* As from 17.4.1932 all rates for those under 21 were increased by 3s.; for 
adults by 9s. Further revisions have taken place since.
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category should have the "ability to organise and carry out 
procedures and systems on (their) own initiative"; they may 
have to assume responsibility for large groups of juniors.
The job descriptions for the intermediate levels are in the 
same broad terms. For some types of work a standard of 
appearance above the average is demanded.
vVhile the "general job descriptions" form part of the
formal agreement, the actual allocation of posts has been
entrusted to a sub-committee of the National Panel, who have
(1)
issued a number of agreed "decisions" in the matter. A 
traffic booking official, for example, required to have special­
ised knowledge of fares, timetables, health and currency regu­
lations and to handle enquiries from the public in relation to
(2)
reservations and ticket issues, would be in scale ’B ’ or ’A ’.
An officer engaged on transmitting and receiving signals by 
teleprinter would be in ’D ’ - or in ’G ’ if also required to 
record, route and distribute signals and to be conversant with 
international and domestic signals procedures. Those assisting 
in the despatch of mail or on similar junior tasks are allocated 
to ’E ’, while a supervisor of a typing pool would normally be
(1) cf. Industrial Court Award No. 2394 (HMSO 1952) p.3.
(2) A difference over the correct interpretation of the agreed 
"descriptions" - whether ’A ’ or was appropriate to 10
cashiers at Kensington Air Station - resulted in an Indust­
rial Court award (No. 2394) that the claim for ’A ’ grading 
had not been established.
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in ’B ’. (Shorthand) typists themselves, however, are not covered
by the five scales shown on Table 62, there being three seoarate
(1)
stenographer grades•
The 1950 salaries shown on the table had been the first set 
of bilaterally-agreed rates for clerical workers in the industry. 
In March 1951 the employees submitted a demand for higher 
remuneration; the Industrial Court, which had to adjudicate 
the dispute, awarded 15s. for adults and 10s. for those under 
21, operative from 15th July 1951. This settlement did not 
succeed for long in keeping the peace; a further claim was 
referred to arbitration in April 1952, based partly on the 
steep rise in the cost of living but also on the staffs’ con­
tention that they had had a raw deal since 1945 - both as com­
pared with other clerical workers and as against industrial
(2)
and technical grades in civil air transport itself. On this 
last point the employers pointed out that "it was inevitable 
and proper that from time to time there should be changes in the 
relative values as between the various classes adding
rather bluntly that "... since the Award of the Industrial Court 
in July 1951 there had not been the same changes in the value 
of Clerical workers due to demand exceeding supply as had
(1) The maximum of a stenographer I - the most senior - is the 
same as for clerical ’D*.
(2) See Industrial Court Award No. 2374 (HMSO 1952) para. 3.
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(1)
occurred with other grades ..." The Court granted an additional
9s. per v/eek to adults and an extra 5s. weekly on all juvenile
(2)
rates, operative from 27th April 1952.
The scales set out on Table 62 apply in London, where the
great majority of clerical personnel are employed. In the
provinces weekly rates are 7/Gd. less for those under 21, and
12/Gd. lower for all others. This London differential is again
(3)
the result of an Industrial Court Award and replaces a (to the
staff) more favourable allowance previously paid by the two
national corporations, though the earlier scheme had been a
temporary measure which in theory could be withdrawn at any
(4)
time. Officially, both the old and the new London addition 
are payable within a 10-mile radius of Charing Cross; in 
practice they have been granted also to staff v/orking at air­
ports on the outskirts of the metropolis.
Hours : The agreement states that "it is recognised that the
Air Transport Industry is a public service requiring seven day 
working, and in order to cover this it is agreed that normal 
hours of work may be rostered to be worked on all days of the
(1) ibid. para. 4.
(2) A request by the staff side for the elimination of scale ’E ’ 
from the salary structure was not conceded by the Court.
The 1952 rates were increased with effect from 4.1.1953.
(3) No. 2250 (mi80 1950).
(4) cf. iibid. paras. 3 and 5.
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week, and may include day work, niglit work, double day shifts,
(1)
and continuous three shift systems In actual fact, it is
those on airport or other operational duties who are engaged on
a shift basis ; tne remainder do a normal week which consists
of 37-g- hours for non-industrial and 44 hours for industrial
(2)
clerical staff. Those on one of the shift systems are normally 
paid at a premium rate of one-and-one-fifteenth times the basic 
if on morning shift, at one-and-one-tenth if on afternoon, and 
at one-and-one-fifth times the basic rate whilst on night shift. 
There are detailed rules for remunerating overtime and Sunday 
work.
Higher Posts
There is a separate pknel to deal with staff - both adminis­
trative and technical - above the clerical ’A ’ level, but those 
carrying salaries in excess of £1,080 per annum are in an alto­
gether different category. Such posts are filled on the authority 
of the Board of Directors ; there is no formal agreement and no 
fixed salary scales have been drawn up.
Superannuat ion
There is an Airways’ Corporations’ Joint Pension Scheme,
(1) Handbook, op. cit. Section V, p. 1.
(2) Hours may be varied by local agreement to up to 48, where 
heavy seasonal traffic etc. warrant this. Industrial cleric 
al staff are those working in close contact with manual 
grades.
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which applies to all grades other than those covered by special
arrangements such as pilots. The scheme is contributory,
(1)
employees paying 5 per cent of salary.
(1) The first £100 of remuneration is ignored for pension 
purposes.
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Chapter 18
SALARY STRUCTURE
In this chapter we examine various facets of the structure
of salary patterns; the salary structures of the services 
reviewed in Part I form the subject matter of the analysis
throughout.
We may begin with the question of the division into, and 
the basis of, classes and grades. Before doing so, it should 
be emphasised that this matter is closely bound up with that 
of pay levels in general, but though from some points of view 
it would have been preferable to discuss the two separately, 
this is not possible. Thus a factor such as educational 
attainments may form the basis of the whole of a service’s 
class structure; alternatively, it may give rise to individual 
grades within a class, be in a general way weighted in the 
remuneration of the post, lead to an additional allowance, a 
one-time grant or, finally, it may be ignored. The same is 
roughly true of the function of supervision. By and large, 
the more concrete a factor, the more is it likely to influence 
structure as well as pay, while the more elusive attributes 
of jobs tend to be reflected in remuneration only.
— 59 4 —
The Division Into Classes and Grades
In the Civil Service the clerico-administrative hierarchy, 
which is at the backbone of the Civil Service pyramid, was 
originally built on the basis of the educational requirements 
expected of candidates: the clerical assistant, the clerical,
the executive and the administrative classes were meant to be 
drawn from those leaving school at 14, at matriculation,
%igher Schools" and university level. This four-tier pattern, 
corresponding to the rungs of the educational ladder, is not 
found in any of the other public services ; the executive 
category, in particular, is unique. Its existence has been 
justified on the ground that in the Civil Service the function 
of administration includes not only the execution of policy 
as laid down by the legislature, but participation in the 
shaping of that policy to a greater extent than, say, in local 
government; a distinction between those formulating and those 
executing policy has therefore felt to be necessary.
The factor of academic or professional qualifications is 
of course an important one in many spheres. The prerequisite 
for belonging to a profession is to hold such qualifications, 
though once these have been secured, grading is largely decided 
by other criteria. In teaching the obtaining of a professional 
qualification is not as yet an absolute sine qua non; there is 
a small category of unqualified staff, though these will no
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longer be tolerated when the supply position improves.
However, the possession of a degree merely makes one into a 
higher-paid teacher; it is not essential, nor does it give 
rise to a separate grade.
T h o u ^  the possession of prescribed qualifications is 
a precondition for entry to certain grades, it does not entitle 
one to automatic transfer to these. In local government, 
for instance, one is not placed in the A.P.T. division unless 
one is appointed to a post enjoying an A.P.T. classification. 
Similarly, a senior hospital medical officer does not become 
a consultant merely because he has the necessary qualifications 
or performs analogous duties. On the other hand. Civil 
Service (shorthand) typists grade 2 move into grade 1 as soon 
as certain tests are passed. On the whole, however, the 
principle adopted is that the job rather than the man is to be 
graded.
I
The function of supervision may determine or co-determine 
grade and pay structures; in some cases i.e. it is possible 
to aligi grades to an administrative or organisational unit. 
Thus in the Civil Service administrative class a permanent 
secretary is the official head of one of the major departments, 
assistant secretaries are usually in charge of divisions, and
principals of a branch or section of a division. Similarly, 
provincial police forces are under the overall control of chief
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constables, under whom each force is organised into divisions 
under superintendents, sub-divisions under inspectors and 
sections under sergeants* Ward sisters, as indicated by 
their title, are responsible for a defined unit of hospital 
organisation.
Where there is no convenient administrative unit or where
a further elaboration of a grade is necessary, this is
frequently on the basis of staff supervised. Police
superintendents are divided into class II, I or "chief"
according tb the size of their divisional establishment;
j 1chief constables are allocated to one of tjralve scales 
according to the strength of their force. Numbers supervised 
is likewise the main criterion for grading senior medical 
auxiliaries and Civil Service supervisors of typists.
A somewhat different method of defining responsibility 
in terms of persons is the system in force for senior local 
government personnel, such as town clerks and various chief 
officers. Here remuneration varies not according to staff 
supervised, but according to the population of the local 
authority. We may add that the fact that town clerks’ and 
chief officers’ pay primarily depends on the authority’s
(1) Strictly speaking, nine scales and ikmeeflat rates.
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population, while that of more junior local government 
officers does not, is illustrative of a common feature of 
public service grade patterns - i.e. to be based on different 
criteria at different levels of seniority.
Equipment - rated on a cash or on a numerical basis - is 
an alternative method of classification. Clerks of work in 
the Civil Service technical classes, for instance, are graded 
according to the value of the building schemes of which they 
have the oversight, while fire service personnel are ranked 
according to the number of appliances at their fire station. 
Again, the salaries of those staffing the local valuation 
panels set up under the Local Government Act, 1948 were 
primarily based upon number of hereditaments, though it was 
recognised that their value was also a factor.
The above are examples of grading by organisational unit,1
persons or things for which the worker is responsible; in 
some cases, so simple a criterion is not considered adequate. 
Thus head teachers’ salaries are not based on the number of 
staff in their schools; this would be unsatisfactory, as 
teacher-pupil ratios are not uniform. This could be taken 
care of by a classification by number of pupils, but in fact
a head’s remuneration depends on the age of his pupils as well 
as their number: there is an attempt to weight quality as
well as quantity of responsibility. Similarly, hospital
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matrons’ salaries vary both with the "beddage" of their 
institution, and according to whether the latter is a full 
training, an assistant nurse training or a non-training 
hospital.
Grading may be settled by a system of interpolation: 
the Civil Service administrative class includes several levels 
intermediate between those in charge of the various 
organisational units. Similarly, the pay of a tier may be 
determined by reference to that of a key grade; a number of 
senior nursing staff receive the salary of a ward sister plus 
an allowance, while the remuneration of overmen and shotfirers 
in the coal industry is fixed by reference to that of grade 1 
deputies in the same wages district. Again, a deputy medical 
officer of health was in 1950 given a minimum equal to two- 
thirds of that of the M.G.H. for the area.
An interesting question is to what extent the output 
factor is given weight in remunerating public servants.
Payment by result in the sense of pay varying directly with 
effort is rare, t h o u ^  teachers were at one time paid by this 
method. The best current example are dentists who receive 
fees per item of treatment, while sub-postmasters in charge of 
scale-payment sub-officers are remunerated according to 
turnover. In the case of G.P.s, fees accrue not per treatment 
but per caput ; this may be considered as payment on the basis
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of average output. As for salaried, workers proper, the 
output factor is at times taken into account indirectly through 
the various formulae in force for grading purposes. The 
wei^ting by outpatient attendances in determining the cate go ly 
of a chief pharmacist’s hospital, for instance, contains a 
distinct "output" element.
Age frequently serves as the basis of grading and pay at
the bottom of salary structures, particularly in the case of
routine clerical and analogous workers. However, even here
age is not necessarily the sole determinant of remuneration;
moreover, there has been a tendency to allow it less weight.
Thus in the B.B.C. age-pay still exists but to a much lesser
extent than formerly; it is now to be found only for the three
lowest clerical grades, who at the ssune time have alternative
merit-entry points. In local government age-pay for the
general division was up to age 32 in 1948, reduced to 30 in 
( 1)
1951, and has since been progressively abolished; the 
electricity supply and coal industries have likewise reduced 
the extent to which staff are paid on this basis. In British
Railways, on the other hand, clerks’ salaries continue to be
(2)
age-linked up to 28.
(1) It was 30 also in 1946.
(2) In the Civil Service age-pay for typing grades before 1946 
was up to 21, while it is now up to 25. This, however, is 
in order to enable the Service to cast its net more widely 
in recruiting staff; pay here in any case depends on speeds 
reached as well as age.
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Though mainly Important at the clerical level, age-pay
is not confined to it; for a number of professional
occupations the minimum salary is related to an age-point,
those older or younger receiving stated amounts above or below.
The Civil Service executive and professional classes are in
(1)
this category; in the case of full professional appointments, 
the standard commonly adopted is age 26. Probation officers’ 
remuneration is age-linked from 23 to 30, vAiile for professional 
and technical staff in British Railways (Group "A"), pay varies 
with years right up to 36. In the National Health Service 
there is age-linkage for various technical grades on the one 
hand, and senior hospital medical officers and consultants on 
the other; the latter are exceptional in that here the top 
grade of a profession is related to age points. The age 
factor is absent, among others, in the pay structures of the 
police, fire and prison services, in education and nursing, as 
also for all local government professional appointments.
On the whole then there is considerable divergence in the 
matter as between the different public services. The primary 
factor of whether age pay exists appears to be the amount of 
routine work to be done; faute de mieux it is assumed that an 
individual’s usefulness is in proportion to his maturity, but
(1) Other than scientific
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where skill and responsibility are relatively more important,
these are considered a more satisfactory determinant of
remuneration. Secondly, age-pay is held to be justified
where staff are recruited from a wide age-span, in particular
where they are drawn from both juveniles and adults or where
(1)
they are required to have some previous outside experience.
Its significance is two-fold. It is an instrument of 
flexibility as far as recruitment is concerned, but once the 
new entrant has joined, an elaborate system of the type found 
in many clerical structures works in the opposite direction, 
pay being then exclusively based on age rather than on 
performance.
Experience is weighted in salary structures in a variety 
of ways. In the medical auxiliary field the official 
definition of grades frequently includes a provision that 
holders must have done a prescribed ,period of service in the 
profession. In most cases, however, the factor of experience 
gives rise to separate grades implicitly rather than explicitly; 
it is of the essence of a hierarchical structure that those 
holding senior posts have served in its humbler reaches, even 
where this is not stated in so many words. Experience is of 
.course all-important within the grade, vhere it is recognised
by the system of increments. We deal with this in full later 
on.
(1) cf. eg. Civil Service Arbitration Tribunal Award No. 142
imso 1951) para. 4.
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As regards experience gained prior to joining a service, 
practice varies. Where this is a prerequisite for entry, it 
is likely to he reflected in the commencing salary itself, as 
in the case of public health assistant medical officers.
Where, on the other hand, it is optional, it may or may not be 
given monetary recognition. Thus the Burnham reports provide 
that previous outside experience may reckon as fully equivalent 
to teaching service, but will in any case count as equal to 
one-third of such service. Similarly, where there is a system 
of age-pay, a person is given full credit for whatever 
occupation he may have followed in the past. In other fields, 
however, a late entrant must be content to climb the ladder
from the minimum of the bottom rung.
We have reviewed various attempts to find an objective 
measure of "work-load" and responsibility. In some cases 
numerical criteria are at hand. These, however, can be 
misapplied; the pay of police superintendents, for instance, 
used to vary according to the total establishment of their 
force, but as superintendents are merely in charge of divisions, 
this meant that those responsible for a small division that 
happened to be part of a large force were on a higher scale 
than those in charge of a large division belonging to a small 
force. Again, several alternative criteria may be available;
which is the most relevant may be a matter of controversy.
In the case of fire service personnel, for instance, the
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question has been debated whether the number of appliances at 
a station or the work actually falling on it should determine 
grading. Problems arise particularly Tfhen different decisions 
are reached to cover parallel cases. Thus deputy medical 
officers of health receive two-thirds of the pay of their 
chief - the M.G.H. - but other local authority deputy chiefs 
have a salary pattern quite distinct from that of their 
chief officers.
Objective criteria may be only partially available. In 
the case of consultants, for example, it seems to be generally 
agreed that training and qualifications are not the whole 
story; the fact of recognition by colleagues is crucial.
Even where classification is based on some seemingly foolproof 
index, such as, in the case of head teachers, the number and 
ages of pupils, this is no guarantee that in its detailed 
features the scheme is "scientific": In the calculation of
head teacher allowances one pupil under 16 counts as 1 "unit 
total", one aged 15 as 4, one aged 16 as 7, and one aged 17 and
over as 10: IVhy not 1, 3, 6 and 8?
Moreover, where measurable criteria are at hand, there may 
a temptation to base grading on these to a greater extent 
than is warranted. The skill required for handling certain
®Quipment may or may not vary with its cash value. The number
subordinates controlled may likewise be only a partial guide.
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Grading, in short, is a matter of assessing the total w e i ^ t  
of the responsibility involved - its quality as well as its 
quantity - and any one factor taken in isolation may be 
misleading.
The most difficult element to assess in salaried 
eirqployment then is responsibility; it is usually the factor 
for which the highest payment is made - in contrast to many 
manual jobs where skill is often primary. One problem in 
this context is whether, in evaluating a post, de facto or 
de jure responsibility should be rated. This question arises 
particularly in the public services with their long lines of 
command. Frequently, responsibility here formally rests with 
some very high grade, though for all practical purposes it is 
exercised by some one much lower down the hierarchy. Thus in 
the course of an arbitration hearing concerning the pay of 
forestry staff in 1949, the Civil Service Union claimed that 
the forester shouldered a great deal of responsibility; the 
Forestry Commission contended that this lay, ultimately, with 
the district officer and that the lower grade was not entitled 
to any increase on this score. While this is a matter where 
each case must be judged on its merits, it may well be that, 
in allocating monetary reward for the responsibility factor, 
a larger share might accrue to those actually carrying the 
burden and a relatively smaller one to those formally in control.
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Many of the problems of grading and pay determination
could be solved by a greater use of job analysis and evaluation.
If we have drawn attention to possible misapplications of
numerical and similar criteria - and by implication, therefore,
of job analysis - this has not been in order to disparage
such techniques. On the contrary, the view is here taken
that as far as "intrinsic" job factors are concerned - skill,
responsibility, qualifications, and so on - some form of job
analysis should be employed in order to rid rates of
remuneration of their arbitrary element. It is true that no
absolute standards will be established thereby; judgment is
involved at every stage of the process. As A.K. Rice put its
'^The technique described here is not a substitute for judgment,
it is only a method of collecting evidence in order that the
(1)
judgment can be made". But this is unavoidable, nor need job 
evaluation aim at a scientific detachment such as is, in the 
nature of the case, unattainable. If it is instrumental in 
bringing about an evaluation of job factors which is as 
objective as is humanly possible, this will represent sufficient 
advanc e .
The real limitation of job evaluation is that it cannot 
deal with all aspects of pay determinations There are certain
(1) A.K. Rice, Assessing the Job (Industrial Welfare Society, 
2nd ed., 194771
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wider issues which are not amenable to its techniques; 
further - and most important - the economic factor cannot be 
fully dealt with by its methods. We return to these points 
in the next chapter.
As to the division of salary structures into classes and 
grades, we may sum up by saying that, while this may be 
expected to vary with the nature and scope of the service, it 
would be far-fetched to look for any consistent principles on 
which the various public service hierarchies have evolved.
It is probably true to say that these are the resultant of a 
complex of factors - historical, the facts and accidents of 
collective bargaining arrangements, the genuine needs of the 
service, analogies with fields considered "comparable" at the 
crucial moment of birth, on all of which has been superimposed 
such measure of rationalisation as the two sides have been able 
to agree to from time to time. Thus the salary structures of 
the newly-nationalised gas and electricity industries bear a 
fairly close analogy to that of local government, partly 
because many of their salaried workers were previously employed 
by municipally-owned undertakings and hence covered by the 
local government Charter; this, in turn, has meant that the 
staff association in the field - N.A#D#Gr#0, - is the one 
operating in local government. Similarly, the main reason for
the survival of the Civil Service executive class may be 
historical rather than "ideological": second division clerks
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had somehow to he fitted Into the new staff structure by the 
1920 Reorganisation Committee. By and large, there is a 
tendency to fewer grades and a closer alignment of different 
types of personnel where a service is relatively new and 
unencumbered by the heritage of the past.
Allowances
The question of allowances is closely bound up with that 
of general class and grade structure. As indicated, a factor 
such as the holding of specific qualifications may give rise 
to an allowance; alternatively, it may constitute the very 
basis of the grading pattern. . What form the extra remuneration 
takes is partly inherent in the type of service, but partly 
also a matter of accident and terminology. No conclusion can 
be drawn, therefore, as to the weighting of a factor, from the 
existence or otherwise of a special addition.
The term "allowance" is, of course, a generic one: 
Superannuation payments, annual increments, area differentials, 
overtime payments all belong to the species; if we deal with 
some of these separately, this is largely a matter of 
convenience. One broad distinction in the type of allowance - 
now using the term in its narrow sense - is between those which 
merely compensate an individual for a particular expense.
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disability or personal circumstance, and those which are 
designed as a straightforward addition to salary. The former 
include subsistence, car and travelling allowances, sick 
leave payments, dependants* allowances and so on. They really 
fall under the heading of conditions of service, and a 
detailed investigation falls outside the scope of this study.
The fact that the first (emolumentary) type of allowance 
is part and parcel of conditions of service rather than of 
rates of remuneration in the narrow sense does not, however, 
mean that they can be ignored in a consideration of the latter. 
For they are part of the "net advantages" of an occupation, 
and differences in their incidence or the terms on vAiich they 
are granted are most important - much more so than some minor 
divergences in £ s d. Thus policemen and prison officers 
receive fairly substantial rent allowances over and above their 
cash salary, and though these are designed to compensate them 
for an obvious expense, the fact that they are now the only 
major categories of public servants to qualify for such 
supplements, clearly means that they enjoy a considerable 
addition to their remuneration. The same is true of the 
family allowance system operative in the universities and the 
dependants* allowances for student nurses : such schemes are
not found in any of the other fields reviewed. The 
cmolumentary type of allowance then must be reckoned in full
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(1)
in calculating the net advantages of an occupation.
As regards those allowances which are a straight addition 
to remuneration, by and large these exist where the factor 
that is being rewarded is not sufficiently important to 
warrant a separate grade, or where only relatively few 
individuals undertake the particular duty or hold the 
qualification which forms its basis. Here, again, whether 
an allowance is actually paid or not depends to a large extent 
on grade structure: In an elaborate clerical hierarchy such
as that of the typists can be allocated to one of the
numerous levels available, where in a less complex pyramid 
they would retain their basic title and be paid an allowance:
A person supervising cleaners in the Civil Service receives 
such an allowance over and above the cleaner*s wage; clearly, 
this is merely a less formal equivalent of a supervisory grade
The most common factors in respect of ihich allowances - 
other than those of the emolumentary type - are paid are
(a) supervisory duties
(b) other additional responsibilities
(c) special qualifications, proficiency etc.
(1) The problem of "net advantages" is dealt with more fully 
in Chapter 19.
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As an example of (a) we may mention the special fees 
accruing to general practitioners who take on assistants.
As regards (b), such additions may be either in respect of 
work which is in some way superior to that normal for the 
grade, or simply to compensate for some extra burden. The 
special allowances for teachers and Borstal staffs are an 
example of the former; the fees payable to consultants in 
respect of domiciliary visits, of the latter. Among additions 
in respect of special qualifications etc., are those payable 
to Civil Service typists reaching certain speeds, to medical 
auxiliaries holding certificates over and above those essential 
for their professional work, a number of technical allowances 
in the Post Office and the distinction awards for National 
Health Service specialists.
A different type of addition is the allowance payable to 
nursing staff engaged on T.B. work and formerly also to 
midwifery staff. In part these belong to the genus of "extra 
burden" allowances, but in part they were specifically 
Introduced be cause the recruitment of this type of nurse proved 
particularly difficult. They are therefore an interesting 
example of an allowance designed to meet economic shortage and 
are something of a rare bird in this respect. Here again we 
must qualify: In the case of mental nurses, the mental "lead" -
specially increased for precisely similar considerations - has 
been compounded into the general rate of remuneration, while
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improvements aimed at overcoming the manpower problem in the 
police service were likewise merged into salary. In other 
words, the absence of an allowance on "undermanning" grounds 
does not necessarily mean that this factor is being ignored.
There is in fact one other instance of an allowance 
introduced specifically to deal with recruitment problems.
These are the substantial, thougjh temporary, initial practice 
allowances for general practitioners# They differ from the 
T.B. service allowance in that they are designed to deal not 
with a general shortage of staff, but with the problem of 
attracting doctors to certain unpopular areas: they are most
unusual in that they represent an attempt to cope, at national 
level, with the difficulties of local labour markets.
If we have tried to distinguish between various types of 
allowances, this has been to single out some of the factors 
which they seek to reward; many allowances contain an element 
of more than one of these criteria. Some allowances, again, 
do not fit into any of the above categories. In teaching, for 
instance, a permanent addition to scale salary is granted in 
respect of length of training: though officially this is
expressed in terms of an extra one, two or three increments in 
respect of three, four or five years* approved study or training, 
it is in fact an ordinary allowance payable throughout a 
teacher*s career. We may add that while length of training is
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weighted in other fields in determining starting salary, 
teachers are unique in being allowed to retain this payment 
as a permanent augmentation of their maximum.
An interesting point is the principle on which the amount
of allowances is determined. One method is to fix this in
terms of a standard sum - i.e. one which may vary with the
intensity of the duty undertaken, but which does not vary
according to the rank and salary of the holder. Thus the
size of language allowances for Post Office telephonists
depends on the number of foreign languages known or used, but
not on whether the individual is a rank-and-file telephonist
(1)
or supervisor. Similarly, the payments for specialist duties 
in the prison service - accruing to those acting as trade 
instructor, librarian, cook and so on - are identical for 
basic-grade, principal and chief officers. Again, the"service" 
addition for T#B. nurses is a uniform £30 per annum, though in 
pre-Health Service days those above ward sister were not 
eligible for the payment."
The main alternative basis for fixing allowances is to 
vary these according to the grade or salary of their recipient.
il) The allowance for the use of one foreign languagejvAsA 12s. p.w, 
for the rank-and-file grade, and £32 p.a. for (assistant) 
supervisors, but the difference of 16s. p.a. can be regarded 
as a "rounding* of the weekly figure into its annual 
equivalent.
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Thus the addition for acting as private secretary to a Minister
or head of department is higher for a Civil Service principal
than for an assistant principal. Rent allowances for policemen
and prison staffs increase with rank, though their magnitude
also depends on area, marital status and in the case of the
prison service, sex. Overtime pay is invariably based on
remuneration, while the granting of superannuation benefits is
( 1)
governed by both salary and length of service. Area 
differentials may or may not be based on pay; we deal with 
these in the next section.
Where allowances vary with rank and salary, they are 
usually greater the higher such rank and salary, but there are 
exceptions. Thus postmen’s driving allowances - if driving 
two or more hours per day - were fixed at l/4d. a day as from 
1st June 1947. Skilled workmen class II in the Post Office 
Engineering Department, on the other hand, were then given an 
addition - for the same duty - of only 8d. When complaints 
were made about this at the 1949 annual conference of the Post 
Office Engineering Union, the President emphasised that, in the
Post Office view, the engineering grades - being in any case
(1) Overtime and superannuation payments are not otherwise 
considered in this section, but it seemed appropriate to 
make a brief reference to them here. Similarly, in view 
of their special significance, it seemed unsatisfactory not 
to mention rent allowances, t h o u ^  other emolumentary 
allowances have been excluded from this review.
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skilled - did not require the same additional remuneration for
(1)
driving ability as did postmen.
Provincial Differentiation
We may start this section with a word about the overall
scope of the various salary patterns as far as the different
parts of the British Isles are concerned. In the case of the
Civil Service, Post Office, B.B.C. and civil air transport,
the national structure covers the whole of the United Kingdom;
National Health Service and academic salaries and those fixed
(2)
by the nationalised industries apply in Gt. Britain, but the 
competence of the Burnham Committees and of the National Joint 
Council for Local Authorities’ Administrative, Professional, 
Technical and Clerical Services is limited to England and Wales 
This, of course, is simply a reflection of the constitutional 
position of the different services, though whether such 
constitutional frontiers need necessarily be reproduced in pay 
levels is an interesting point. Thus public health medical 
officers now have a standard rate throu^out Gt. Britain, fixed 
by Health Service Whitley machinery ; this applies equally to
(1) See report of proceedings of 1949 annual conference of Post 
Office Engineering Union, The Jouinal (organ of P.O.E.U.) 
Sept. 1949, p. 301.
(2) Other than civil air transport
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employees of English and Scottish local authorities. Yet for 
the great majority of other local government personnel there 
are distinct salary schemes north and south of the border.
As far as provincial differentiation proper is concerned - 
the practice of paying different rates according to locality 
within the national pattern - three main systems can be 
distinguished. In the Civil Service there is - subject to 
various qualifications - a three-tier scheme, consisting of a 
standard London scale with graded deductions in "intermediate" 
and "provincial" centres. This system likewise applies to 
Post Office staffs, with the important exception of engineering 
workers and some smaller categories. The only other field 
with a three-tier pattern is the gas industry, where there is a 
metropolitan, a provincial "A" and a provincial "B" scale, 
though in this case grading as between "A" and "B" is determined 
by size of works rather than on a strict basis of locality.
At the other end are a number of fields with only one 
standard rate applicable throughout the country. Among these 
are all medical personnel, including hospital and public health 
doctors, medical staffs at universities, dentists and general 
practitioners, though in the case of the latter additional 
initial practice allowances - and, in a few cases, "inducement" 
payments - are available in "designated", i.e. under-doctored,
areas. There is one rate, likewise, for B.B.C. staff - though
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not necessarily for performers - and for B.O.A.C. (but not for 
B.E.A.) pilots and stewards* The basic pay of prison 
"discipline" staff is also undifferentiated, though here there 
is a system of "inconvenience" allowances at some of the more 
out-of-the-way institutions and, where quarters are not 
provided in kind, a scheme of rent allowances which inter alia 
vary with locality. As far as the judiciary is concerned, 
remuneration is one-tier insofar as salaries are laid down by 
Parliament •
The most common system, however, is a two-tier one, in
which one standard rate exists, with an additional weighting in
the London area. This pattern operates in local government,
(1)
education and the universities; in the probation and fire 
(2)
services; for coal industry clerical, administrative etc. 
staff; and in electricity supply. It is likewise found in 
British Railways below the "special class" level, in British 
European Airways and for all civil air transport clerical 
personnel. National Health Service nurses and medical 
auxiliaries are now also in this category, though at end-1951 
they had mostly still a single undifferentiated rate. As 
regards the police, there is a two-tier scheme for constables 
and sergeants, together with - for all ranks - a system of in 
part area-based rent allowances.
(1) With the exception of medical staffs
(2) With the exception of chief and assistant chief fire 
officers
- 617 -
The subject of provincial differentiation is not ^ however, 
exhausted by an account of these formal schemes. First, the 
salary pattern itself may be based on a factor containing an
"area" element. Local government chief officers and town 
clerks, whose remuneration varies with the population of their 
authority, are an example; so are chief constables who have 
a series of scales, depending on the size of their force.
Both local authority population and size of police force reflect 
the area factor, though owing to the structure of local govern­
ment in the first case, and factors such as the varying 
incidence of crime in the second, they are not exclusively 
based on it. However, here the area differential cannot be 
clearly isolated. This is likewise true of those staffs - 
say, senior N.C.B. headquarters personnel - whose salary is 
fixed on a personal basis, or where, as in the case of recorders 
and provincial stipendiary magistrates, remuneration is 
altogether on a local basis.
Further, where any kind of discretion exists in the actual 
fixing of remuneration, the area factor may enter into the 
picture by the backdoor; as pointed out, the level of grading 
in metropolitan boroughs is higher than that in other local
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(1)
authorities* Again, in the police service the rank structure 
is uniform only as far as constables and sergeants are concerned; 
above this level the metropolitan and provincial hierarchies 
diverge, and it is not possible to say whether the standards 
prevailing in the Metropolitan force contain an additional 
element of London weighting.
The area within #iich London allowances apply is in
several cases - including local government, the National Health
Service and teaching - defined in terms of the Metropolitan
Police‘District; prior to September 1953, teachers’ "London"
was considerably smaller - a matter which caused numerous
(2)
anomalies and considerable resentment. In the gas industry, 
on the other hand, "metropolitan" covers the former "Gas, Light 
and Coke" area - much more extensive than the Metropolitan 
Police District; the same is true of "London" for purposes of 
electricity supply salaries. Again, British Railways’ London
addition is payable within a 10-mile radius of Charing Cross, 
but Civil Service London scales operate within 12 miles of the 
latter.
(1) See pp. 118 and 138 ante. This is quite apart from the 
fact that in 1953 the National Joint Council made various 
formal provisions for higher pay for certain classes of 
metropolitan borough (and Birmingjham Corporation) employees.
(2) In June 1950 the Minister of Education was asked if he was 
aware that, in the Chislehurst and Sideup urban district 
area, clerks, caretakers, laboratory assistants, secretarial 
staff and school inquiry officers all received the London 
allowance, but the teachers employed in the same establish­
ments did not (15.6.1950, H.C.Deb. 476, jy.) . In 1949 
similar anomalies in Kingston and Surbiton and the boroughs 
of Wanstead and Woodford were raised in the House.
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It will be seen that with the exception of the Civil
Service, Post Office and the gas industry, no distinction is
made - outside the metropolis - between large and small towns
or between urban and rural areas. Though the staffs in, for
example, teaching and local government have pressed for "large
city" weightings, they have not succeeded in securing these.
One qualification is necessary. Where, as in the police and
prison services, rent allowances are paid if quarters are not
provided in kind, these vary elaborately and steeply according
(2)
to locality.
Area differentials are calculated on varying principles.
(3)
In a number of cases - including probation, the fire service,
gas and British Railways - they are based exclusively on
location. Elsewhere, area together with some other factor
determine their size. Thus for civil servants. National Coal
( 4)
Board staff and B.E.A. pilots, the differential fluctuates with 
salary; in local government with age; in the National Health 
Service and electricity with both age and salary; in teaching
(1) See also note O') p-
(2) In addition to varying with salary etc.
(3) Excluding chief and assistant chief officers.
(4) For B.E.A. pilots under 21 the London allowance varies 
with age only.
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according to age or length of service.
There is a similar divergence as far as the amount of the
(1)
differential is concerned. In British Railnrays it is a
(2)
uniform £10, in the universities a uniform £50, in local
government from £10 - £30, in the Civil Service from £5 to
(3)
£100 and in teaching £36 or £48.
While part of the difference in the size of differentials
is due to the varying scope of the services concerned - Civil
Service salaries reach very much higher than teachers’ - the
position is yet somewhat anomalous. Thus an officer with, say,
a provincial salary of £1,000 per annum would, if transferred
to the metropolis, receive no addition to his pay if he were a
N.H.S. medical man or a B.O.A.C. pilot. In the fire service
he would qualify for an extra £26; in the local government
A.P.T. division for an additional £30; if a head teacher, he
(4)
would receive £48; if a Coal Board finance official, £70; and
(5)
if in the Civil Service or Post Office, £23 or £54, depending 
on his previous location.
(1) All figures in this and the following paragraphs relate 
to end—1951.
(2) Excluding medical staff
(3) For those with annual salaries. Weekly-paid staff have a 
somewhat different system.
(4) £36, if under age 37 and/or with less than 16 years’ service.
(5) Excluding those who are not on the Civil Service three-tier 
system of provincial differentiation.
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If his post were at the £500 point, the officer would,
on making a like move, receive nil if in the B.B.C., get an
extra £10 if working for British Railways, £30 if in the
probation service and £50 if in the academic world. A junior
clerk with, say, a salary of £160 would be eligible for £10
in local government, £32.10.0. if transferred to National Coal
(1)
Board headquarters and £30 or £45 in the gas industry.
A few remarks may be added about the rationale of
provincial differentiation. Area differentials m i ^ t  be
expected to exist on two grounds: first, because the cost of
living varies in different parts of the country and second,
(2)
because the demand-supply situation so varies. As far as the 
first reason is concerned, while the attempt to equalise "real 
salaries" would seem to be entirely legitimate, a more precise 
attuning to relative living costs is probably called for, both 
as regards the amount of differentials and the areas 
differentiated; investigations might well reveal that certain 
large towns outside the capital as well as some relatively 
isolated rural districts would call for supplementation on this 
score.
(1) Depending on his previous location.
(2) cf. J.R. Hicks, pie Theory of Wages (Macmillan, 1932) p. 74: 
*^ven in a position of equilibrium, some local differences 
indeed would probably persist. Some are due to differences 
in the cost of living, some to the Indirect attractions of 
living in certain localities ..."
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The second raison d ’être for provincial differentiation
is the relative scarcity of occupations in different localities,
but area differentials in the public services are only rarely
based on this factor, and appear to be granted almost
exclusively on cost-of-living grounds. The main exception
are the initial practice allowances for G.P.s to which reference
has been made; these were specifically designed to deal with
(1)
the problem of local under-doetoring. An interesting case is
that of the police, where there are striking - and well-known -
differences in the degree of undermanning in different parts of
(2)
the country. But while rent allowances fluctuate widely with
the varying cost of house-room, similar differentials based on
the relative shortage of policemen have not been introduced
(3)
and would be highly unpopular.
(1) Another example are the special increases for some 
metropolitan borough and Birmingham Corporation employees, 
though officially these are not deemed to fall under "area 
differentials".
(2) cf. pp. 356-7 ante
(3) cf. Report of Sir Malcolm Trustram Eve (1951) para. 20.
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The Structure of Scales, Increments, etc#
Salaries may be in the form of fixed rates, ranges or
scales. The practice of paying by flat rate is not widespread,
except at fairly senior levels. Examples are the highest
grade of pilot, university professors, the top class of prison
governor, the three highest categories of chief constable and
judges. Head teachers may also be considered as on this
system; they are paid as assistant teachers plus an allowance;
qua heads they do not qualify for increments. In the Civil
Service flat rates are found where a post is at the head of a
hierarchy, among some of the lower ranks such as messengers
but mainly, again, in the upper reaches - above assistant
secretary and equivalent. In local government, on the other
hand, scales retain their incremental character right up to the
(1)
top of the pyramid, as they do for consultants in the National 
Health Service. We may add that for a number of junior grades, 
such as student nurses and medical house officers, pay is in 
the form of a flat rate simply because these posts are tenable 
for a year or less.
Where a range exists, a minimum and a maximum are laid down 
from the centre; within these a scale^ls devised at some lower
(1) Though no scales exist for the town clerks and chief 
officials of the largest authorities.
(2) Or flat rate.
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level of management* In the Civil Service ranges are 
infrequent and used in the main for unestablished staff; the 
amount of increment is fixed by the Treasury, a range thus 
differing from a scale only in that the individual’s point of 
entry is at departmental discretion. In local government 
town clerks and chief officers - including medical officers of 
health - have ranges; here again the rate and number of 
increments are laid down nationally. As regards academic 
staffs, the University Grants Committee prescribes ranges for 
all levels, these being more closely defined by individual 
institutions•
The B.B.C. pattern of age/merit entry points, "special 
awards" and personal grades is in fact - though not in name - 
the equivalent of a system of ranges, while in a number of 
fields maxima may be increased at discretion, producing 
something of a hybrid between a scale and a range. In the 
National Coal Board salary ranges are popular; in the case of 
matrons, on the other hand, the ranges in force under Rushcliffe, 
for those in the larger hospitals, have been superseded by 
fixed scales.
As the tables in Part I will have shown, the most common 
method of payment in the public services is the scale, on 
* i c h  an individual progresses from his point of entry - the 
minimum or appropriate age-pay point - by prescribed increments
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to the maximum. Increments are mostly annual, though in a 
few instances - including stationmasters and railway clerks 
above the class 5 level - they are granted biennially. A 
number of salary structures contain provisions for long-service 
increases, notably the police, the fire service and the civil 
air transport h i ^ e r  clerical scales; in the case of teachers 
the demand for these has not been conceded. Many agreements 
also provide that increments may be withheld for inefficiency 
or disciplinary offences, while in some instances they are 
subject to an efficiency bar.
Regarding the size of increments, as far as clerical and
analogous workers are concerned these are frequently larger in
the early, than in the later, stages of the officer’s career,
while in many cases substantial increases accrue at the 19 or
20 age-point. Postmen, for instance, then receive an increase 
, (1)
of 25/6d., telegraphists one of 24s*, postal and telegraph 
officers 20s. and National Coal Board clerks 18s., the increments 
at all other points of the scale being substantially smaller.
In British Railways a comparable "Jump" occurs at age 17. 
Similarly, in civil air transport increments for those on the 
two lowest clerical scales are 7/6d. up to, but 17/6d. at, age 
20; thereafter they are 5s.; for Civil Service clerical 
assistants the annual addition to salary is likewise greater
(1) All the figures in this and the following paragraphs relate 
to end-1951.
- 626 -
in the ’teens than in the twenties. For electricity, gas and
local government clerks, on the other hand, increments (in this
case) at ages 20 and 21 are only somewhat higher than at other
(1)
points of the scale.
The payment of larger increments during the early part of 
his career appears to be to help the young adult to provide 
himself with a living wage, but also - in particular as regards 
postal staffs - by analogy with practice in outside industrial 
employment. These factors are largely inapplicable in the 
case of the professions, and here the increment attaching to 
any one grade tends to be uniform, though in some cases it is 
increased as a person travels up his scale. As far as 
different levels within any one pyramid are concerned, increments 
are generally greater the higher the grade, though here again 
there are exceptions; all tiers within the pharmacy hierarchy, 
for instance, attract annual increases of £25.
If we compare the amount of* increment granted at identical
salary points in the various public services, some interesting
(2)
differences are revealed. At the lower levels, these are not
(1) In local government and gas e.g. the increment is £25 at 
ages 20 and 21, as against £20 immediately before and after.
(2) What follows is based on a survey of annual salaries only.
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as yet pronounced; at a salary of £250, for instance, they
merely range from £15 to £25. At the £500 level, a senior
(1)
almoner has a £12.10.0. increment, local government scales and 
a number of postal grades attract £15, teachers receive £18, 
National Coal Board clerical officers and probation officers 
£20, pharmacists £25 and B.B#C. monthly grade D £30/£35. 
Assistant lecturers in the University of London and town clerks, 
however, qualify for a £50 increase.
It is at a salary level of £1,000 that the variations 
become marked. Fire service divisional officers grade I 
receive a £20 increase at this point ; technical teachers, 
training college senior lecturers, and class I police 
superintendents £25; head postmasters and Civil Service 
technical staff £30, N.C.B. administrative officials £30 and 
£35; Civil Service principals £40, town clerks and junior 
hospital medical officers £50, and B.B.C. monthly grades £45 - 
£60. The £1,000 salary of a National Health Service senior 
registrar attracts an increment of £100.
At the £1,500 point, increments range from £25 for grade V 
technical college heads of departments to £85 for B.B.C. 
monthly grade A2. Civil Service assistant secretaries receive 
*^75. At the £2,000 level, increments vary from £50 for some
(1) The annual increment for police sergeants (salary : £540 - 
£585) is £10, except for the final increment which is £15.
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(1)
medical officers of health to £125 for consultants.
The Royal (Priestley) Commission stated that there did 
not seem to be any strict rules governing the relationship 
between amount of increment and scale level; an increment was 
not a constant percentage of the^m^imum and some flexibility 
in the matter seemed appropriate. While there is some 
substance in these remarks, and while allowance must also be 
made for the fact that a particular salary point may represent 
a different level of seniority in the various scales/hierarchies, 
the wide divergences found are nevertheless noteworthy. On 
any theory of scale lengths, it seems odd that a fire service 
divisional officer should only be paid £20 a year on a salary 
of £1,000 while a National Health Service senior registrar 
receives £100. Similarly, to pay a technical college 
departmental head an increase of £25 at the £1,500 level - 
1 3 per cent of his salary - seems hardly adequate to reward 
him for whatever the additional increment is designed to reward 
him for. This may be contrasted with the increase for town 
clerks at the £500 level, which represents 10 per cent of 
remuneration.
(1) Increments would be higher if the population of the M#0#H.*s 
authority were above 150,000 but not exceeding 250,000 ; 
see Table 23.
(2) Royal Commission on the Civil Service 1953-55. Cmd. 9613 
ThMSO 1955) para. 321.
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One trend that can be discerned is that the size of 
increments is influenced by the "clima teo f the general level 
of remuneration in the field. In teaching and nursing 
increments are low, while the obverse is true of those in 
medicine and the B.B.C. It is the climate of the particular 
hierarchy, moreover, rather than that of the service as such 
which is important. Increments are high for the consultant 
grades in the National Health Service, rather than for all
(1)
medical posts, while they are actually low for N.H.S. nurses.
We now come to the question of the length of scales as
such. It would appear that the "theory" of the matter is made
up of various elements. First, the length of a scale reflects
the increasing usefulness of a worker as he gains experience 
( 2)
of his job, though it must not be assumed that actual scales
are always attuned to this with any very great precision.
(3)
Secondly, increments are granted as an incentive. Thirdly,
( 4)
they are paid as a reward for long service, or where promotion
prospects are poor. Finally, long scales are a concession to
the "need" factor; a pre-war award of the Civil Service
(5)
Arbitration Tribunal observed that in earlier years, when
(1) The increment at the £1,000 level for matrons is £30 as 
against £100 for senior registrars. For staff nurses it 
is £12.10.0.
(2) cf. e.g. Civil Service Arbitration Tribunal Award No. 142 
(HMSO 1951) p.5.
(3) cf. Royal Commission on the Civil Service (1953), 
Introductory Factual Memorandum on the Civil Service, 
submitted by H.M. Treasury (H M S O 1954) para. 163.
(4) ibid.
(5) No. 40. (HMSO 1938).
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expenses were Increasing, it was desirable that remuneration 
should likewise rise. This aspect, however, is not emphasised 
in current negotiations except in a negative sense. Long 
scales tend to be looked upon as deferring payment of the full 
rate rather than as an addition compensating for increasing 
outlay; instead of welcoming the extra increments, staffs 
maintain that the fact of not reaching the maximum until the 
thirties is "anti-social" and p?events the undertaking of 
family responsibilities. Long scales have frequently been 
blamed for recruitment difficulties.
Theory apart, the length of a scale may have various
unintended repercussions. Where a certain grade has a long
one as, for example, the teacher, this may mean that, in times
of a relatively liberal supply, employing authorities will be
reluctant to employ older personnel, as these will be
considerably more "expensive" than those on the bottom rungs
of the scale. Even if this will not lead to actual
unemployment, it may considerably reduce mobility among older
staff, who may be less able to secure transfers than their
younger colleagues. While in present circumstances of serious
shortage this problem is hardly acute, it might be so were the
balance of demand and supply to change - as indeed it was a
problem prior to the 1944 re-organisation.
T A 6 L E  63 
T A 8 L E  64
Tables 63 and 64 set out the minima and maxima for various
Table 63
-  6 3 1  -
LENGTH OF SCALE, MINIMA AND MAXIMA OF VABIOÏÏS 
RECRUITMENT ŒADES IN THE PUBLIC SERVICES
Clerical and Analogous Workers 
(Men, LondoA^ls at 1.12.1951)
Minimu^^ ^
£ P..!5)
Length of,-. 
Scale Maxiniu^^^ 
£ p.a(5)
Civil Service : clerical assistant 143. 0.0. 17 377. 0.0.
" " : clerical officer 150. 0.0. 20 500. 0.0.
Local government :general division 160. 0.0. 14 455. 0.0 .
Post Office : postman 145.12.0. 10 348. 8.0.
" " : telegraphist 145.12.0. 13 395. 4.0.
" " : postal and telegraph
officer l48. 4.0. 14 447. 4.0.
B.B.C. : grade DW 163.16. 0 ^^ ) 7 260. 0 .0.
" : " C2W 195. 0.0. 7 299. 0 .0.
National Coal Board : clerk
grade 2 149.10.0 . 17(7) 422.10.0.
Electricity supply : general
clerical class A 165. 0 .0. 10 385. 0 .0.
Gas industry : clerical grade "A" 185. 0.0 . 9 355. 0.0.
British Railways : clerical/n\
class 3 150.10.0 . 12 382.10.0 .
Civil air transport : clerical
scale "E" 149.10.0. 9 331.10.0.
(1) All figures include the relevant London allowance. Where salaries are 
undifferentiated, the national standard rate is shown.
(2) All minima on this table are linked to age 16 (or "16 and under"), except 
those for N.C.B. and Civil air transport clerks which are p a y a b l e 15* 
Grades linked to a higher age-point have been excluded.
(3) i.e. no. of years in grade until maximum is reached. Where there is an 
efficiency bar, it has been assumed that this is passed without hold-up.
(4) The maximum of the recruitment grade is shown; the ease of promotion 
therefrom is ignored.
(5) Weekly salaries are shown as annual rates.
(6) There are alternative (higher) merit entry points. Grade DW is for 
trainees only.
(7) Including 2 long-service increments.
(8) For purposes of table, it has been assumed that junior clerks and 
class 3 constitute one grade.
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Table 64
LENGTH OF SCALE, MINIMA AND MAXIMA OF VARIOUS 
RECRUITMENT GRADES IN THE PUBLIC SERVICES
Men, Londoj^^ls at 1 >12.1931
Civil Service: executive offici?^
" " : asst, principal
Local government: clerical
division
" " : A.P.T. grade I
Teacher: 2-year trained, ,n\ 
no degree
" : 4-year trained, /g\
with degree 
(8)
Training college lecturer
University of London:
asst, lecturer
National Health Service:
house officer (9)
" : public health 
asst, medical officer
: radiographer
: physiotherapist
: pharmacist
: staff nurse
(general hospital) 
(10)Probation officer 
Police constable 
Fireman
Prison officer(11)
Post office: engineering inspector
(14)
B.B.C.: monthly grade D
Electricity supply: higher 
clerical, administrative and 
commercial grade 1
Minimum
Length of,^\ 
Scale  ^ ' Maximum^
£ £ p,a.(4)
250. 0 .0 . 19 700. 0 .0 .
400. 0 . 0 . 11 750. 0 .0 .
465. 0 . 0 . 3 520. 0 .0 .(? )
460. 0 .0 . 3 515. 0 .0 .(? )
411. 0 .0 . 14 678. 0 .0 .
507. 0 .0 . 14 774. 0 . 0 .
586. 0 .0 . 12 898. 0 .0 .
450. 0 .0 . 2 550. 0 .0 .
550. 0 . 0 . - 450. 0 .0 .
850. 0 .0 . 6 1,150. 0 .0 .
375. 0 .0 . (G) 4 445. 0 .0 .(? )
390. 0 .0 . 5 450. 0 .0 ,
425. 0 .0 . 4 525. 0 .0 .
325. 0 .0 , 8 425. 0 . 0 .
357. 10 .0 . 16 620. 0 .0 .
410. 0 .0 . 25 '^>2 ) 515. 0 .0 .
386. 2 .0 . 8 440. 14. 0 .
306.16.0. 2o (12) 412. 2 . 0 .
s440. 0 .0 . 6 560. 0 .0 .
415. 0 .0 . 5 575. 0 .0 .
390. 0 .0 . 5 480. 0 . 0 .
contd...
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Table 64 (contd.)
Length of, . , .
Minimum Scale Maximum
£ p.a.(^) £ p.a.(^)
Gas industry: A.P.T. grade 2 ^ 303. 0.0. 8 440. 0.0.
Civil air transport: pilot
2nd officer^ ^  813. 0.0. 4 933. 0.0.
(1) All figures include the relevant London allowance. Where salaries are 
undifferentiated, the national standard rate is shown.
(2) i.e. no. of years in grade until maximum is reached.
(3) The maximum of the recruitment grade is shown; the ease of promotion 
therefrom is ignored.
(4) Weekly salaries are shown as annual rates.
(3) The minimum is linked to age I8.
(6) Including London wei^ting of £20, payable between ages 21-23. The 
allowance is £10 for those under 21 and £30 if aged 26 and over.
(7) Including London weighting of £30. The allowance is less for those 
under 26.
(8) The minimum includes the basic London allowance of £36; the maximum 
the higher London weighting of £48, payable after I6 years' service or 
on reaching age 37*
(9) The minimum shown applies during 1st post, tenable for 6 months.
£400 is payable during 2nd post (6 months) and £430 during 3rd and any 
subsequent post. Exceptionally, salary may be up to £30 higher.
£100 p.a. is deducted for board and lodging.
(10) The minimum is linked to age 23.
(11) The salary excludes rent and all other allowances.
(12) Including long-service increments.
(13) The maximum and length of scale column exclude 2 long-service increments 
of 4s. each, which may be granted after 10 and 13 years' service.
(l4) Normal minimum and ordinary "roof" are shown. Qliere are hi^er (merit) 
entry points, and the roof may be exceeded (see Table 31).
(13) Grade 2 is given rather than grade 1, the latter covering trainees aged 
16—2 0 .
(16) The figures shown exclude all allowances (amongst them the London 
addition payable to B.E.A. staff only).
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recruitment grades in the different public services, as well
as the number of years’ service required to move from one to
the other. Table 63 is confined to clerical and other (more
or less) routine workers; Table 64 consists of a selection
of basic grades from what might be termed Civil Service
executive level and upwards. As far as scale lengths are
concerned, those in local government are, with the exception
of those in the general division, very short; the clerical,
higher clerical and all the A.P.T. grades each consist of four
(1)
points only. In the Civil Service, on the other hand, long
scales - with ten or more points - are in force for many
recruitment grades, as is shown by the clerical and executive
officer entries. We may add that the Treasury considers
medium-length scales - with from six to ten points - as
suitable for those in the middle ranges, and short scales -
culminating in flat rates - at the hipest levels and for
( 2)
non-office personnel.
Comparisons of scale lengths should not, however, be 
pressed, as the whole question is again intimately bound up
(1) i.e. they provide for three increments. For details see 
Tables 12 and 13 ante.
(2) cf. Introductory g*actual Memorandum, op.cit. para. 162.
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with that of the general grade pattern. Thus a staff nurse 
is the basic tier of a multi-grade structure, while the teacher 
belongs to a two-tier hierarchy; obviously, this is reflected 
in the length of their respective scales. Comparisons that 
are possible are those between the sub-structures of a single 
service; we can contrast the scale lengths of Post Office 
telegraphists and postal and telegraph officers or of the 
Civil Service administrative and scientific officer classes.
In a sense, however, these are "teleological", for to the 
extent that these pyramids are purposely aligned, grade lengths 
tend to be similar; such differences as are found are of 
interest primarily as part of the wider question of "parity". 
The same is true of services which are akin in character and 
have therefore in part been modelled on each other, such as 
the police and fire services. The main significance of the 
tables then - as far as comparative scale lengths are concerned 
lies in indicating how high an individual will reach without 
promotion. We will now look more closely at this and related 
matters.
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Some "Structural" Qomparlaona
The possibilities for making comparisons are numerous :
They can be made - vertically - within, and - horizontally -
between, professions; they can be made over time and over
space; they can be made on the basis of, say, training, skill, 
age or sex. All these - and other variations on the theme - 
are not, however, satisfactory, in that they are not based on
all the relevant factors involved. If we present a number of
tables in this section, this is not to imply that the grades 
shown are comparable in the sense that they ought to be paid 
the same : it is in the main to present a bird’s eye view of
the vertical pictures drawn in Part I. For even a reasonably 
detailed study such as this is not exhaustive enough to enable 
genuine comparisons to be made. A discussion of the basis for 
such genuine comparisons we defer to the last chapter.
The tables, then, must be treated with caution to see 
what, if any, legitimate inferences may be drawn from them. 
Turning to Table 63, the grades shown are homogeneous to the 
extent that they are all employed on clerical or other routine 
work, and - with two exceptions - all the minima set out are 
linked to age 16. Yet we cannot pass any overall judgment on 
these minima, for apart from the problem of taking account of 
such matters as differing service conditions and "net
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advantages", there is the fact of the varying content of the
term "clerical"; the different levels of such work even at
the 16-year stage are illustrated by the Inclusion of two
entries for both the Civil Service and the B.B.C. In brief,
"equal work" cannot be established thout a detailed knowledge
of the duties of each of the occupations concerned; hence no
inference can be drawn about the "equalness" or otherwise of
pay. The only slightly more positive comment possible is
that, for the lowest grade of routine work in London at end-1951,
a 16-year old male clerk in the gas industry received at least
£185, in electricity supply £165, in local government £160,
but in the Civil Service £143. Even here a qualification is
necessary, namely that these figures are influenced to a
considerable degree by the varying incidence of area
(2)
differentials•
The maxima on the table present the additional difficulty 
in that - as indicated by the length of scale column - these 
are reached at different stages of the individual’s career. 
Further, they take no account of the ease of advancement from 
the recruitment grade, which varies considerably in the 
different fields; a gas industry grade "A" clerk, for instance, 
is almost invariably promoted on reaching his top salary.
(1) These remarks of course only apply to the clerical entries 
on the table.
(2) See p.631 ante
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This, however, is not true of some of the other categories; 
we know, for example, that the Civil Service clerical officer 
grade, the local government general division, the various 
Post Office grades and British Railways’ clerical class 5 are 
the "career expectation" for a proportion, at any rate, of the 
individuals in these occupations. The figures here therefore 
show relative prospects, irrespective of whether these prospects 
ought to be the same.
It was hoped that something concerning clerical
opportunities might be learnt from looking not at the maxima
of individual recruitment grades, but at the ceiling of the
various clerical structures. In the B.B.C., for instance,
the maximum of the clerical hierarchy - as officially defined -
was £520 at end-1951, in local government £535, in civil air
transport £585, in the Civil Service £700, in the National Coal
(1)
Board £710 and in British Railways £734.10.0. However, in 
view of the differing interpretations given to the terms 
"clerical" and "administrative", the idiosyncrasies of 
individual grading patterns and the fact that clerical and 
administrative hierarchies invariably overlap, the ceilings of 
the various clerical structures have - quite apart from the 
general considerations mentioned earlier - no particular
(1) The figures in this case are the standard rates; i.e. those 
for the Civil Service and civil air transport relate to 
London, the remainder to the provinces.
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significance in the context of inter-service comparisons.
Table 64 is composed of various recruitment grades above
the clerical level; they are clearly a heterogeneous lot.
Yet some interesting points emerge. First, the table shows
that commencing salaries in local government are relatively
high; an individual in London (end-1951) starting his career
(1)
in A.P.T# I,, received almost £50 more than a two-year trained
teacher, £60 above a Civil Service assistant principal, £70
more than a physiotherapist, £80 more than an almoner, and £40
(2)
beyond the starting rate of psychiatric social workers. This
has caused a number of difficulties, as when medical auxiliaries
have been appointed by local authorities - often with
administrative responsibilities - at salaries considerably below
(3)
those of less qualified "pure" administrators. Again, in the 
case of youth leaders it is optional whether they are paid 
Burnham or A.P.T. rates, but the difference in commencing
(1) On the assumption that he was aged 21-25; see note 6 to 
Table 64.
(2) A number of these occupations are not included on Table 64 
as, in practice, they are predominantly female. Comparisons 
between medical auxiliary and local government A.P.T. 
division salaries are not, however, affected by this, as in 
both these cases pay is undifferentiated. The divergence 
between the two groups would be somewhat narrower, if the 
comparisons were based on provincial rates.
(3) cf. E.L. Younghusband, Social Work in Britain (Constable, 
1951) p.13.
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(1)
salary would be £49 in the case of men and as much as £86 in
(2)
the case of women.
The table shows, further, the very low minima of staff 
nurses and probation officers, particularly the former. It 
also indicates that a University of London assistant lecturer 
started his career at more than £50 below the commencing salary 
of a four-year trained graduate teacher. Again, the table 
confirms that firemen have lost in the race with the police, 
who qualify for additional substantial rent allowances not 
included in the cash figures. It illustrates the relatively 
high commencing rate of assistant medical officers, though 
these are expected to have at least three years’ outside 
experience before joining the .public health service.
Turning to the length of scale column, we see the 
considerable variation in this, but as pointed out, this is in 
part simply a reflection of the peculiarities of individual 
grade patterns. While those recruitment grades which also 
constitute the "career expectation" tend to have relatively
(1) On the assumption that the individuals concerned were aged 
21-25: see note 6 to Table 64.
(2) In this instance the difference would be greater in the 
provinces, i.e. £65 instead of £49 (men). The position 
would be different, however, if the youth leader qualified 
for any of the Burnham degree/length of training additions.
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long scales, this is not invariably so; Many nurses and medical
auxiliaries do not manage to secure promotion; yet as compared
with the teacher and probation officer, their scales are short
and the resultant maxima low. Thus though the non-graduate
male London teacher at end-1951 was at any rate sure of reaching
a salary of £678 in the course of his working life, a staff
nurse could not be certain of rising beyond £425 and a
physiotherapist above £450. As against this, a Civil Service
executive officer - who does not nomally have a professional
training - would reach a figure of at least £700. Finally,
the maxima for probation officers, police constables, firemen
and prison officers are an indication of the relative prospects
(1)
in these fields, these being the career grade for many in these 
occupations.
Again for the purpose of presenting a horizontal picture
(2)
of relative cash rewards, two other tables have been compiled.
(1) In the case of police and prison officers, rent and certain 
other allowances are payable in addition.
(2) Tables 65 and 66 are based on similar material originally 
prepared by me at the suggestion of Dr. B. Wootton, while 
her research assistant at Bedford College. Permission to 
make use of them is gratefully acknowledged.
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Table 65 takes a two-year trained male non-graduate teacher,
starting his career in London at end-1951, as the standard,
and shows what other occupations were on this level - in this
(1)
case drawn both from professional and clerical workers.
T A B L E  65
The table shows that such a teacher was roughly on a par 
with Civil Service assistant principals and scientific 
officers - likewise on their minimum - whose qualifications 
would, however, be considerably higher. It also demonstrates 
his superiority as against the nursing and probation services.
At the same time, the teacher was no more than level with 
various not unduly senior clerical staffs, imAiile he enjoyed 
about the same salary as a steward still undergoing training 
and B.B.C. monthly grade D personnel - say, booking assistants 
in the programme contracts department. Ahead of him - and
(2)
therefore too high for inclusion - were pharmacists, policemen, 
assistant lecturers in the University of London and the local 
government clerical, higher clerical and A.P.T. divisions.
The picture would be altered considerably if a higher grade 
of teacher - say one with a four-year training and a degree -
(1) Like the preceding and following table(s), Table 65 is not 
exhaustive•
(2) If rent allowance is included, as seemed appropriate for 
the purpose of this table.
Table 65
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OCCUPATIONS WITH SAME SALARY (+ £13 P.a.) 
AS QUALIFIED NON-GRADUATE TEACHER
Men. LondoÂ'^ls at 1.12» 1951.
Years of Experience Salary
in Grade (2)
Qualified assistant teacher:
2-year trained, no degree
Civil Service: clerical officer (age 30)
Local government 
National Health Service
ft ft tt
•
ft ft ft
•
ft ft ft
•
ft tt ft
executive officer (age 23)
assistant principal
scientific officer
technical works, engineering 
and allied classes, grade IV 
(age 28)
general division (age 2?)
(4)house officer
( 3 )radiographer
physiotherapist ^ 
(7)staff nurse 
charge nurse(7)
Probation officer (age 2?) 
Fireman
Prison officer(8)
Post Office : postal and telegraph Officer
(age 28)
ft
B.B.C.
tf
' : assistant engineer
(9)clerical grade BW
monthly grade D
indoor clerk grade 2^^^^ 
(age 29)
National Coal Board 
Electricity supply general clerical grade 
class B
14
6
0
0
3 
11
%
2
2
7
2
4 
4 
6
12
4
4
0
14
0
(3)£ p .a .
4l1. 0 .0.
4lO. 0.0. 
400. 0 .0. 
400. 0.0 . 
400. 0 .0.
413. 0.0. 
4lO. 0.0 . 
400. 0 .0 . 
403. 0.0. 
413. 0.0.
412.10.0. 
413. 0 .0. 
4lO. 0.0. 
409.10.0c
414.14.0.
410.16.0. 
420. 0.0. 
4l6. 0.0. 
413. 0.0.
409.10.0. 
403. 0.0.
contd,
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Table 65 (contd.)
Salary
in Grade ' ( £ p.a. ■
Electricity supply: hi^er clerical, 
administrative and commercial grade 1 1 4lO. 0.0
Gas industry: clerical grade "B" 2 403. 0.0
" " : A.P.T. grades 2 - 4 6 410. 0.0
British Railways: clerical class 4 0 4o4. 0.0
Civil air transport: steward class III/.\
(B.O.A.C.)TT/ 0 4 0 9.10.0
" " " : clerical scale 'B'
(age 2 1 ) 0 409*10.0
(1 ) All figures include the relevant London allowance. Where salaries are 
undifferentiated, the national standard rate is shown.
(2) If entering at lowest age- etc. entry-point.
(3 ) Weekly salaries are shown as annual rates.
(4) Salary applies during a house officer's second appointment, normally 
tenable for 6 months. £100 p.a. is deducted for board and lodging.
(3 ) Salary includes London weighting of £20 payable at age 21-23* If under 
21, London weighting is £10; if 26 or over, £30. A single-handed 
radiographer would also qualify for inclusion on the table, if aged 
under 2 6 .
(6) A physiotherapist in sole charge with 1 year's service would also 
qualify for inclusion.
(7 ) The salary is that for nurses in general hospitals.
(8) The salary includes l4/6d., a single man's rent allowance in London, 
where no quarters are provided.
(9 ) Clerical grades A2W and AW would also qualify for inclusion.
(10) An indoor clerk grade 1 with 3 or 4 years' service would also qualify 
for inclusion.
(11) Excluding additional allowances.
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(1)
were taken as the standard. The local government clerical, 
higher clerical and A#P.T. divisions (up to grade III) would 
now be "in"; so would the University of London assistant 
lecturer, the police constable and various Post Office 
supervisory grades* As regards nursing, radiography, the 
prison and fire services, the basic tier would be left behind 
and replaced by higher levels. Among those still too high for 
inclusion would be training college lecturers, local education 
authority (Soulbury) inspectors and Coal Board management staff.
If instead of a London teacher we had taken his provincial
colleague as our standard, the teacher would have been in a
distinctly less favourable light* His (1951) minimum would
have been £375; as a result the medical house officer, all
medical auxiliaries other than radiographers, all monthly B.B.C.
grades as well as class III B.G.A.C. stewards would have been
too high to rank for inclusion. The staff nurse would require
four only, instead of seven, years’ experience. This is because
(2)
in all these cases there was no area differentiation, while the 
teacher’s rate on Table 65 is augmented by £36 on account of 
his residing in the metropolis.
(1) The comparisons which follow are again based on male rates 
operative in London at end-1951.
(2) A London weighting has since been introduced for medical 
auxiliaries and nurses, but was not yet in force at end-1951
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If a table parallel to Table 65 were compiled for women,
the significant difference would be that Civil Service assistant
principals and scientific officers, medical house officers and
all medical auxiliaries other than radiographers would be too
high to be included; so would all B.B.C. monthly and electricity
supply administrative staff, as well as class III stewards.
This is because in these fields equal pay was already in
(1)
operation at end-1951s a woman teacher's differentiated salary
was not able to compete with such undifferentiated standards.
On the other hand, the pay of firewomen and postal and telegraph
officers would be too low to permit of an entry; here, that is,
(2)
the sex differential was steeper than in teaching.
T A B L E  QL
Table 66 is designed^ to present a cross-section of 
occupations with a cash salary of approximately £1,000 a year; 
it again relates to men in London at end-1951. One point 
which emerges from it is that in the case of the Civil Service 
legal class and the public health medical service, it is the 
recruitment grade which is represented, while as regards 
pharmacy, probation, (school) teaching and the Civil Service 
technical hierarchy, it is the top grade of the profession
(1) In the case of the Civil Service, at these particular 
points.
(2) There are differences also in the precise level of worker 
(or his seniority) that would rank for inclusion.
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Table 66
OCCUPATIONS WITH SALARY OF £1,000 (+ £100) p.a. 
Men, LondoA^2s at 1.12.1951
Years of Experience Salary
in Grade
---------- £  p.a,
Civil Service: senior executive officer 3 990
" " : principal 0 1,000
(?)
" " : legal assistant 7 1,020
" " : technical works, engineering
and allied classes, grade A 3 1,000
Local government: A.P.T. grade X 2 98O
" " : chief officer^^^ 1,000
Head teacher (qualified, 4 years' training 
and degree, in charge of primary/secondary
school in "unit total" group V)(4) 994
College for further education: lecturer//
head of department grade I 2 998
Training college: senior lecturer^^^ 6 998
University of London: lecturer 8 1,000
National Health Service: senior registrar 0 1,000
" " : public health asst, medical
officer 3 1,000
" " : chief pharmacist (in category
IV hospital with specieil
allowance of £200)^^) 6 1,023
" " : chief male nurse, mental
(training) hospital with
1,300 beds & overt?/ 6 983
Principal probation officer^^^ 1 1,073
(9)Metropolitan Police: superintendent 0 950
lire service: divisional officer grade I 2 1,006
Prison service: governor class III^^^ 3 1,000
District postmaster 1 1,010
B.B.C. : newsreader, reporter, /.^n
T.V. producer 0 1,000
National Coal Board: administrative
official grade 3 6  1,070
contd....
- 648 -
Table 66 (contd.)
Years of Experience Salary 
in Grade
-------- £ p.a.
Electricity supply: higher clerical
administrative & commercial grade 9 0 990
British Overseas Airways Corporation:
pilot (first officer)^^^^ 0 1,033
(1) All figures include the relevant London allowance. Where salaries are 
undifferentiated, the national standard rate is shown.
(2) After confirmation of appointment. Age: about 37*
(3 ) Chief officers (other than L.C.C.) have a system of salary ranges.
Those in authorities with populations of 10,000 - 43,000 might be on 
£1,000 in the course of their career*
(4) Assumption made that head has reached maximum of assistant teacher scale 
and qualifies for maximum London allowance of £48.
(3 ) Salary includes maximum London allowance of £48*
(6) Special allowances of £100-£200 are payable in certain nominated medical 
teaching hospitals.
(7 ) Receives additional allowance for purchase of uniform.
(8) The salary is personal to principal probation officer in London.
(9 ) Free quarters (or rent allowance in lieu) are granted in addition.
(10) These categories are in monthly grade B, for which £1,000 is the normal 
entry point. Other groups, e.g. announcers and sound producers, would 
reach this level in the course'of their career.
(11) The salary shown is exclusive of all allowances.
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which is included. No entry appears for any of the medical 
auxiliaries, because the maxima attainable in these fields did 
not reach sufficiently high* On the other hand, British 
Railways and the gas industry are excluded merely because the 
formally-negotiated scales stop below the £1,000 level.
As regards higher income brackets, the material does not
usefully lend itself to tabular presentation; the picture can
be more adequately sketched in in the text. If we take a
(1)
salary level of £2,500 a year, for instance, the Civil Service
would be represented by an administrative class under secretary
(London), as well as by parallel grades in the scientific and
(2)
professional classes. Local government chief officers àn
authorities with populations of 150,000 and over might be on
£2,500 in the course of their career. So might town and
district council clerks - in their case if the authority’s
population was between 75,000 and 250,000. A number of L.C.C.
chief officers were likewise in this range. Professors on the
pre-clinical and medical side would reach or pass £2,500;
non-medical professors, however, would only do so if the amount
(3)
of supplementation from their university were very liberal.
A consultant in the National Health Service would receive
( 4)
£2,500 after six years’ service or age 38; this is excluding
(1) As in the preceding pages, all figures relate to end-1951.
(2) As also by a number of individual appointments.
(3) Their basic rate at end-1951 was £1,600 (London; £1,650)•
(4) If he entered the grade at the normal age-point.
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t-h-is 1-s exG-l-uding any additional distinction award for which 
he might qualify. A senior administrative medical officer, 
employed by the four Metropolitan regional hospital boards and 
certain other large cities, also then had a minimum of £2,500.
The only other personnel in this range were metropolitan
magistrates who then received £2,500, with £2,800 for the
chief magistrate, which was also the remuneration of a county
court judge. Provincial chief constables’ pay was then up to
£2,850, while assistant commissioners in the Metropolitan
Police had an end-1951 salary of £2,450, with £2,750 for the
(1)
deputy commissioner. National Coal Board agents - if directly
answerable to an Area production manager - had maxima ranging
(2)
from £1,625 to £2,625 per annum.
Definitely too low for inclusion on such a hypothetical 
£2,500-level table would be pharmacy, all the medical 
auxiliaries, nursing, probation, the prison and fire serviee;zf,
airline pilots and teaching. The summit in nursing at end-1951
( 3)
was £1,110 for matrons in the largest training hospitals; for 
pharmacists it was £1,025, but only if qualifying for a special 
allowance of £200, payable in certain nominated teaching
(1) The Commissioner of Police in the City of London had an 
end-1951 salary of £2,750 p.a.
(2) Formal agreements/scales at this level for the other 
nationalised industries and the B.B.C# did not exist, or 
were not available,at the time of writing. It is almost 
certain, however, that salaries of the order of £2,500 were 
being paid.
(9) Excluding allowance for uniform.
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hospitals. The top prison governor then received £1,400
(
(London), while the top airline pilot had a salary of £2,150.
As far as teaching is concerned, the highest remuneration
normally attainable by a primary or secondary head teacher at
end-1951 was £1,692: This figure applied to a London head with
a degree and a five-year training if working in a school with
the largest possible "unit total", though it was open to a
local education authority to supplement his remuneration from
its "area pool", if it considered his salary as otherwise
inadequate. As regards other branches of teaching, the
salaries of principals of further education, training and
agricultural colleges are fixed on a personal basis; except in
the case of a few further education principals, salaries did
(2)
not, at end-1951, reach the £2,500 level. The maximum salary
w
fomally laid down for a chief fire officer was £1,800, though
At a level of £5,000 and over, only the permanent
(4)
secretary to the Treasury, the superior judges and the National 
Health Service consultant with a maximum distinction award 
remain. There is no information for the nationalised
(1) Excluding allowances.
(2) cf. pp. 178, 180 and 183 ante.
43^— Other -than -the-ehi-ef- firo ef fleer -of- tfao -L#0 .0,
(4) The Chief Planning Officer, Central Economic Planning Staff 
then had a salary of £6,500; this appointment has since 
been abolished.
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industries. It should here be added that the remuneration
attaching to many political and "public board" appointments was
in this range. However, these are of a rather different kind
in that tenure of post is not permanent. They have not
therefore been included here, but are dealt with in full in a
(1)
separate paper.
IWhile precise conclusions about the true "net advantages" 
of individual occupations cannot be arrived at without applying 
the more stringent standards discussed in Chapter 19, some 
broad facts regarding relative cash rewards in the public sector 
emerge. First, the picture sketched in the preceding pages 
indicates that the financial prizes to be won in many of the 
public services are modest; this is especially so in the case 
of nursing, all medical social work, probation and education. 
Teachers’ prospects are definitely poor this, of course, is 
hardly news - compared with those in the Civil Service, 
dentistry, and medicine; The disparity between the income of 
a first-class head master and every type of medical worker is 
considerable, despite the great shortage of recruits in 
education and their much more ample supply in medicine. At the 
same time, there are significant differences within the teaching 
world; the level of technical pay is well above that of school 
salaries.
(1) ’'Payment for Political and Public Service", Public 
Administration (Summer 1954) ; Reprint attached.
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Cash prospects in the Civil Service seem to be very
favourable. While at the minima of the various pyramids local
government has the advantage, the obverse is true as far as
(1)
maxima are concerned. Thus a Civil Service executive officer
had, at end-1951, a scale with a maximum of £700, while a
(2)
senior executive officer - his normal career expectation -
reached a level of £1,075; this was beyond the top salary
then available in the A#P#T# division. Again, the prospects
in the administrative class appear to be excellent, at any rate
as compared with those in the non-commercial public services.
The principal’s 1951 minimum of £1,000 a year would normally be
attained at or soon after age 30; the career grade is the
( 3)
assistant secretary with a 1951 maximum of £2,000. This may 
be contrasted with the maximum of university lecturers - the 
average don’s career expectation - which was £1,150 (London) at 
the time. Indeed^ the inferior level of teaching salaries is 
not confined to the schools: the remimeration of professors
would seem to be low compared with that of senior administrative 
posts in both central and local government, as well as by 
contrast with medicine and the lower judiciary (county court 
judges). However, the latter do not reach senior adminis­
trative standards•
(1) These remarks do not apply to the most senior levels in the 
two fields, precise data for local government not being 
available •
(2) If starting his career in the class.
(3) All the Civil 8@rvioe figures are London rates. They 
exclude extra-duty allowance, then a regular and substantial 
addition to salary.
  /'
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We will conclude this chapter with a few remarks about 
the degree of discretion in the payment of public service# 
salaries and, finally, with some general comments on the 
significance of salary structures*
As has been shown in Part I, salaries are now nationally 
determined in all the public services, which has of course 
meant that the discretion left to individual employing units 
has greatly diminished. But it is not the case that such 
discretion has entirely disappeared.
Room for manoeuvre is widest in those sectors of the 
salariat where even now no formal scales have been laid down, 
as in British Railways above .the "special class" ceiling or 
for top-level personnel in the B.B.G. Again, a number of 
patterns provide for a discretionary grade to head an otherwise 
fairly closely defined structure; examples are the salary 
schemes for town clerks, chief officers and chief fire officers 
In teaching the remuneration of technical, agricultural and 
training college principals is fixed on a personal basis 
(subject to ministerial approval); in the Civil Service, 
however, there are very few posts only whose pay is determined 
ad hoc.
Where, as in local government, electricity and gas, the
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national structure consists of a nuinber of abstract tiers, a
very wide latitude is conferred through the power of grading,
though in a number of cases this has been circumscribed by
"decisions" as to how particular categories are to be fitted
(1)
into the scheme. However, these "decisions" frequently only 
deal with certain levels within the occupation concerned, so 
that considerable freedom remains with individual authorities.
A certain brand of discretion may be said to exist in that 
pay standards are not - constitutionally speaking - all equally 
binding. Thus many of the pre-N#H#S* salaries for health 
workers were in the form of recommendations, and thouj^ widely, 
were not universally, adopted. Agreements of Whitley councils 
are not legally binding, and : though on appeal to arbitration 
they generally secure the status of "recognised terms and 
conditions of employment" which renders them fully enforceable, 
in some cases - as in that of local government chief officers - 
there has been reluctance to conform before the Industrial 
Disputes Tribunal gave a ruling to that effect. Similarly,
special regulations have had to be issued to give the agreements 
of the National Health Service Whitley councils a more solid 
legal foundation - in this instance, to prevent the payment of 
above-scale salaries. No discretion, of course, exists where 
rates are promulgated by statutory instrument as in teaching.
(1) cf. e.g. p. 108 and pp. ante.
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the police and the fire service: here there is no shadow of
doubt as to the mandatory nature of the standards so laid down. 
Civil Service salaries, though not issued in this form, are in 
effect equally binding, in view of the special powers conferred 
on the Treasury by Order-in-Council in 1920.
The majority of salaries are intended as standard scales; 
exceptions are those for British Railways’ "special class" and 
professional grades and those for local education authority 
inspectors and organisers, which are minima. However, even
within an overall pattern of standard rates, there is frequently 
some latitude through the existence of ranges at certain levels, 
or through the power to increase maxima. Again, the payment 
of increments gives room for;manoeuvre, to the extent that these 
may be optionally granted for long, accelerated for meritorious, 
or withheld for unsatisfactory, service. Efficiency bars of 
the type in force for university lecturers may also be mentioned 
here •
One of the most important channels for the exercise of 
discretion is via the payment of allowances and other special 
additions. Thus professors’ basic pay is supplemented as 
decided by individual universities, though the total amount 
available for this purpose is determined by the University 
Urants Committee. As regards teachers, local education
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authorities now have free play to a very considerable extent
through the system of special allowances and "area pools".
Again, consultants in the National Health Service are eligible
for one of three grades of distinction award, though the
discretion here is conferred on the profession rather than on
the employing hospital. In the Civil Service, on the other
hand - though not in the Post Office - individuals may only
very exceptionally be paid more than the noimal rate, except
for defined extra duties or qualifications. It is specifically 
(1)
laid down that allowances should not be contemplated for those 
doing their work with out-of-the-ordinary efficiency.
The amount of discretion in the payment of salaries is 
considerably greater higher up than in the lower reaches of 
the public services. Whether - particularly at the junior 
levels - it is all it might be is another matter. The old 
problem of whether the job or the man is to be rated in 
assessing remuneration has, as pointed out, been decided in 
favour of the job. This is reasonable, for it would be 
expensive to pay each person according to qualifications he 
happens to have acquired, when these are not necessary for his 
post. At the same time, salary systems are perhaps too 
exclusively based on initial qualifications and length of 
service, with insufficient provision for additional discretionary 
merit payments within the grade.
(1) Estacode C e l .
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The rewarding of merit is a clear case where the demands 
of economics and equity go hand in hand; its weighting should 
not present any difficulty. As regards the Civil Service, 
especially, it seems to be taken as axiomatic that any latitude 
in rewarding individual performance would somehow smack of 
nepotism; in the newer services it is at least understood that 
such Civil Service inflexibility is not to be copied too closely, 
while consultants may, as indicated, qualify for substantial 
additions on grounds of eminence. Greater weighting of personal 
merit should be possible in all branches of the public sector, 
without offending against the high standards of impartiality 
aimed at.
We now come to the question of the significance of salary 
patterns. We confine ourselves to formal structures; the 
distribution of staff over these, as well as the comparative - 
i.e. inter-service - aspect of the matter, we defer to the 
final chapter.
The point was made earlier that salary structures have not 
evolved in accordance with any clearly definable principles, 
and contain much that is the product of chance development and 
terminology. But it would be a mistake to deduce from this 
that the whole question of pay structure can be dismissed as of 
no consequence. Thus the method of remunerating consultants
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(1)
is such as to make it relatively lucrative to be a part-timer, 
^ i c h  may well mean a rather different service from that which 
would obtain if the scales were weighted in the opposite 
direction. Similarly, as is common knowledge, the system of 
remunerating G.P.s by capitation fee puts a premium on speed 
rather than on quality of treatment.
It has also been implicit in our earlier remarks that 
whether a particular sector of a hierarchy constitutes a class 
or a grade does not obey any "law". It has, however, some 
significance in that promotion is generally easier within, 
than between, classes. Similarly, as we saw, the length of 
scale is of importance in the case of recruitment grades: it
shows how high an individual will reach if there is no 
advanc ement.
Again, v±iether specific qualifications form the basis of 
a separate grade or give rise merely to a less formal allowance 
may have some interesting effects. Here we must refer to one 
feature of pay patterns which has struck the writer: the
attempt to achieve a degree of "fairness" in salary structure, 
coupled with a tacit admission that the realities of the 
situation demand that these standards be departed from in
(1) i.e. quite apart from the opportunity to engage in private 
practice : see p. 230 ante.
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practice. Salary structures i.e. are more egalitarian than 
salaries. Thus in the universities there is a basic rate of 
professorial remuneration, which is supplemented according to 
size of student population, the number of chairs, the 
proportion in scientific and technological subjects, and so on: 
a formal set of different scales on the basis of these criteria
would be highly unpopular, as is shown by the resentment caused
by the (officially laid-down) higher standards hitherto in 
force for medical and pre-clinical academic staffs. Similarly, 
detectives must not, in so many words, be recognised as
superior police officers: they must not, officially, be given
a skill differential, though superior grading and promotion 
prospects are not barred. Again, the bulk of the teaching 
profession would not tolerate a series of formally-graduated 
basic scales, though the system of special allowances more or 
less produces this result.
In the last example quoted, the absence of several 
formally distinct grades makes it possible for the myth to be 
upheld that all teachers are paid the same ; to the extent 
that this helps to keep the (bulk of the) profession content, 
it may be considered a happy blend of a sense of equity and 
realism. However, in this instance, it may make it more 
difficult for salary scales to do their job: If a higher basic
scale were known to exist for, say, teachers of mathematics
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and science, this would probably be more effective in 
attracting recruits than a vague understanding that these may 
expect more liberal treatment in the matter of allowances*
We may add that this attempt to have the de jure pay pattern 
more egalitarian than the de facto has its exact parallel on 
the wages front, where trade unions go to great lengths to 
achieve uniform national rates, though not objecting if these 
standards are not reproduced in the actual pattern of earnings.
Again, whether the remuneration of a factor is in the
form of an allowance or "compounded" into the salary of the
grade, is important in a number of ways. First, it may be
desirable to pay for certain features of a post by a specific
addition, for where there is no such visible reward, the
conclusion is often drawn that there is no reward, with a
resultant sense of grievance. Secondly, where a contingency
is covered by a separate addition - such as a cost-of-living
bonus - the latter can be more directly adjusted to variations
(1)
in that contingency, than where it is merged into the general 
rate of remuneration. Thirdly, allowances can be based on 
criteria which it is not considered desirable or practicable to 
weight in remuneration itself: the police rent additions, for
instance, take into account marital status - a factor not
(1) However, this need not be so. Allowances are sometimes 
adjusted less frequently than basic rates.
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otherwise reflected in salary structure.
Finally, the form of an allowance may be important from
the psychological point of view. Civil servants in the
provinces feel that they receive less than the full rate,
because provincial differentiation here is in the shape of a
deduction from the London standard. If London weighting were
by way of an addition over and above the provincial scale,
(1)
it might possibly cause less resentment.
(1) cf. Priestley Report, op. cit. para 308.
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Chapter 19
PROBLEMS OF PAY DETEMINATION AND SALARY POLICY
In this chapter an attempt will he made to review some of 
the problems of pay determination and negotiation, and to draw 
together some of the conclusions to which this study of 
salaries in the public services has led. It is hoped thereby 
to mfike some small contribution to wages policy - in the broad 
sense of that term.
A full examination of wages policy can, of course, not be 
divorced from that of other aspects of economic policy. No 
claim to such exhaustive treatment is, however, made; it is 
not intended to deal with such major issues as that of wages 
under full employment, with its implications for the stability 
of the price level, monetary policy, and so on, or to consider 
the subject in the wider context of the country’s overall 
social policy. Nor is a full examination of the rationale of 
reward or of the determinants of salary levels attempted.
What it is hoped to discuss is some of the "internal" problems 
of pay determination which have struck the writer in the course 
of her researches; she would add that she has felt it to be 
legitimate in this context to point to some of the "solutions" 
that have seemed to her to be implicit in her findings.
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The heading of this chapter may call for a brief comment.
The distinction between wages and salaries has been analysed in 
some detail in a separate paper ; the point has there been made 
that salaries are still a clearly recognised and recognisable 
entity. Also, such conclusions as have been reached have been 
largely derived from looking at salaries in the public services 
and, indeed, throughout this section these will continue to be 
our particular bias. Yet some of the problems reviewed are not 
specific either to salaries or the public sector, but are part 
of the wider issues of pay determination. It was thought that 
more justice could be done to them by a somewhat wider frame 
of reference.
We must now state more explicitly the premises on which 
this section is written. This involves a re-statement of some 
rather elementary principles as this writer sees them, but this 
has been felt to be essential to the development of the argument.
(1)
From the purely economic standpoint, a wage is the price 
of labour determined - as other prices are - by the interplay 
of demand and supply; like such other prices, also, it is 
subject to special forces which interfere with the smooth working
(1) The term is here used - as also elsewhere in this chapter as 
will be clear from the context - in its wide sense of 
including all forms of labour income.
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of the market mechanism. In the case of prices generally, the 
economist investigates these forces in that they restrict the 
free working of supply and demand; however, insofar as the 
latter themselves are concerned, he takes tham as given. The 
economist is aware that demand and supply prices are the product 
of many factors, in part economic and in part non-economic, in 
part rational and in part irrational; qua economist, he does 
not feel called upon to analyse their constituent elements.
In the case of the wage, the matter is not so straight­
forward. For since its recipient is a human being whose 
material - and to some extent whose non-material - wellbeing 
depends on its magnitude, the pay-packet has non-economic as 
well as economic implications; it would seem to follow that 
issues involving wage determination must take some account of 
both. This, it is true, is a value judgment; so, however, is 
the alternative position that remuneration should be fixed 
exclusively in the light of market criteria. Indeed, any 
decision as to the principles which should bear on a problem is 
in that category, whatever the nature of the principles decided 
upon; to say that remuneration should be regulated only by the 
forces of supply and demand is as much a value judgment the 
justification for which must be sought outside the discipline of 
economics, as to hold that, say, social and ethical factors may 
likewise be taken into account.
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The economist might still be tempted to argue that, even
though non-economic considerations have an important bearing
on wage problems, as a matter of methodology he can steer clear
of these. Just as, in the case of ordinary commodities, he
can ignore the fact that the price offered for them may be the
product of individual consumers’ highly subjective motivations,
so in the matter of wages he can confine himself to the strictly
economic. It would appear, however, that this is not possible.
First, the fact that the "commodity" to which this particular
price accrues is animate rather than inanimate, introduces a
new and additional dimension; it makes the interplay of demand
and supply more complex, so that the economist must take his
analysis a step further back if he is fully to understand this 
(1)
interaction. Secondly, the economic and the non-economic 
implications of the subject are in practice closely interlinked. 
Though in many wage questions - say, wages as an element in 
the cost of production - the economic aspect can be considered 
in isolation, it is doubtful whether this is possible as far as 
pay determination is concerned. This is true equally whether 
it is a case of interpreting what is or of advising what 
should be.
(1) cf. J.R# Hicks, The Theory of Wages (Macmillan, 1932) p.l. 
Prof. Hicks’ main thesis is, of course, that the theory of 
wage determination in a free market "is simply a special 
case of the general theory of value". He concedes however 
that the need for a special theory of wages arises "because 
both the supply of labour, and the demand for it, and the 
way in which demand and supply interact on the labour 
market, have certain peculiar properties, which make it
impossible to apply to labour the ordinary theory of 
commodity value without some further consideration".
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Finally - and this is one of the points where ethics come
into the picture - it would appear to be matter of some
importance that this particular price should be the product of
rational considerations* Now the valuation^ placed on a given
kind of labour, apart from being a function of the demand for
the product of that labour, its scarcity and so on, also
reflects more elusive factors, such as tradition, prestige or
the influence of history. This is particularly so in the
sphere of salaries. It is in connection with these more
(1)
elusive elements of demand price that the need for investigating 
their rationality arises, and if on examination they appear to 
be inadequate, the attempt at modification should not be 
considered illegitimate. Likewise, the processes - implicit 
and explicit - by which individuals formulate their supply 
price - should be subjected to careful scrutiny.
What all this amounts to is that the economist must take 
some account not only of the special forces which may interfere 
with the market mechanism such as monopoly and immobility - 
which he does in the case of all prices; he must also look at 
some of the constituent elements which determine the demand- 
and the supply price of labour themselves. This, it is true.
(1) Tradition, prestige, etc. are, of course, also operative 
on the side of supply.
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will involve transgressing into related disciplines, but the 
alternative is to maintain economic purity at the risk of taking 
abstraction to the point where wage policy loses its prognostic, 
and wage theory much of its analytical, value.
The formula of price being the equator of demand and supply 
can in any case mean different things. Its simplest and most 
usual interpretation is that wages are regulated exclusively by 
the blind workings of market forces. It could, however, also 
refer to a system of demand and supply prices, the magnitude of 
which has been submitted to a certain amount of "treatment" 
before being allowed to determine remuneration. Thus the price 
for a grade of labour can be left solely to private employers’ 
forecast of the probable market for the commodity in question; 
alternatively, it can be modified by the Government’s conscious 
decision to expand that particular sector of the economy.
As far as wages policy is concerned then, it is partly a 
matter of terminology whether pay is to be determined solely by 
demand and supply. If the latter are taken to refer to the 
unadulterated product of market forces, the answer - on the view 
here taken - is that they ought not to reign supreme. If, on 
the other hand, it is conceded that this raw product of the 
market mechanism may, where necessary, be modified in accordance 
with the community’s economic needs and the requirements of a
rational social policy, then demand and supply can still be used 
to fix our standards of remuneration.
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II.
The foregoing means^ ^  for the present at any rate, that 
the fact of a particular wage of salary bringing the demand for 
a grade of labour and its supply into equilibrium, does not 
necessarily prove that such rate is "right"; The recruitment- 
retention test cslnnot be the sole basis for judging of the 
adequacy or otherwise of our standards of remuneration. It is, 
however, a highly important criterion, and this may be 
emphasised, as all too often the drawing of attention to one
aspect of a problem is automatically taken as indicative of the 
intention to ignore all others.
The recruitment-retention test should not monopolise pay 
determination, because it does not necessarily reflect the 
various non-economic considerations to which it may be decided 
to give weight; because it cannot be taken for granted that 
the valuations which employers and workers put on a given grade 
of labour are sufficiently the product of rational considerations, 
and because it may be desirable to expand (or contract) some 
sector of the economy, and a deliberate policy of manning up 
(or down) may have to be embarked upon to bring this about. 
Further, vihen breakdowns in pay negotiations occur, if 
arbitrators were to leave the matter solely to market forces, a 
new equilibrium would no doubt be achieved in the long run, but
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at the cost of much industrial disharmony. . Again, thou^ a 
rate of pay may equate the demand for, and the supply of, 
labour of a particular quality, the latter may not be of the 
type really suitable for the work in question. We return to 
this point later.
Another important consideration is that the recruitment- 
retention test may be a misleading guide because supply may 
fall short for reasons other than monetary ones; any one of 
the numerous conditions of work or service associated with a 
job may contribute to recruitment difficulties. In certain 
sectors of the Civil Service, for instance, the time a candidate 
has to wait between application for a post and actual commence­
ment of duties is a well-known deterrent, while among factors 
adversely affecting,the recruitment of scientists for the 
atomic energy programme, security restrictions and the
limitation of complements by the Treasury were mentioned in an
(1)
official report in 1952. Again, it is commonly recognised
that the difficulties of manning up the police service are due
to factors including, but by no means solely consisting of, the
(2)
level of their cash income. Similar considerations ajply to 
staff wastage. Labour turnover, in short, is a complex issue,
(1) Tenth Report from Select Committee on Estimates. Session 
1951-52 (HMS6 19521 : Minutes of Evidence, pp. 74 and 139.
(2) cf. p. 360 and pp. ante.
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and may require to be dealt with by adjustments which are not 
of a financial nature. To the extent that such non-finaneial 
adjustments are impossible because the particular condition is 
inherent in the type of employment - such as the security 
element in atomic energy work - it is however legitimate to 
say that a shortage of staff does indicate that the reward 
offered is insufficient to compensate for all the disadvantages 
of the occupation*
One misconception we may dispose of here. The point has 
frequently been made that, in a time of full or over-full 
employment, a lack of candidates does not necessarily signify 
a poor appeal in the labour market, as all fields are ' 
experiencing recruitment difficulties. While this is perfectly 
true, the conclusion is sometimes drawn that the recruitment- 
retention test has therefore become entirely meaningless, 
whereas the position is merely that in such a period it is 
relative, rather than absolute, recruitment difficulties which 
are significant•
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III.
If blind market forces are not to be the sole criterion
of the adequacy of remuneration, something is needed to
supplement them. This is especially so in the case of salaries,
and of public service salaries in particular, for here some of
the factors which determine the magnitude of the private
employer’s demand price are absent. As far as salaries in
general are concerned, the "productivity" criterion of wage
determination is lacking, though this is likewise so in the
case of various categories of manual workers.. In some of the
public services, in addition, the "ability-to-pay" test is
(1)
absent. The Treasury, for example, can in theory pay whatever 
level of salaries it chooses.
The absence of such ordinary commercial criteria is one 
reason why in the public services above all the need has been 
felt for principles in the light of which remuneration might be 
determined. The most recent authoritative pronouncement on 
the subject, as far as the public sector is concerned, was that 
of the Royal (Priestley) Commission on the Civil Service, who 
stressed the element of fairness as the primary criterion for 
the adequacy of salaries in this field. In its view the State 
was under a categorical obligation to remunerate its employees
(l) This is dealt with more fully later.
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fairly, and it rejected a definition of "fairness" solely in
(1)
terms of recruitment and retention. The Commission made clear,
however, that it used the term not in any absolute sense, but
simply in that of Civil Service salaries being the same as
(2)
those accruing to comparable outside occupations: if civil
servants’ rates were to be determined by some absolute
standard involving a level above that enjoyed by their outside
counterparts, this would in fact be unfair to the latter as 
( 3)
taxpayers. "The primary principle of civil service pay should 
be fair comparison with the current remuneration of outside 
staffs employed on broadly comparable work, taking account of 
differences in other conditions of service" is how the
(4)
Commission itself summarised its conclusions on this point.
If we approached the subject from the point of view of the 
man-in-the-street, his attitude as to the appropriate pay for 
any particular post could probably be summarised by the phrase 
"the rate for the job"; there can be no doubt that this 
represents one of the fundamental, constituents of his supply 
price. This rate for the job seems to refer to one that takes
into account the various intrinsic characteristics of the post
(1) Priestley Report, op.cit. paras. 90-4. The Anderson 
Committee of 10è3, however, who considered the same matter, 
concluded that pay should be exclusively based on the 
recruitment-retention test.
(2) This is also the sense in which the term has been used in 
the various Fair Wages Resolutions passed by Parliament.
(3) Priestley Report, op.cit. para. 104.
(4) ibid. p. 194.
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such as the physical effort, skill, degree of responsibility, 
training and formal qualifications required, and one that also 
takes due note of any special features such as, say, the dirt 
or danger involved. In other words, the rate-for-the-job idea 
again implies that remuneration must be fair; in this instance, 
the aim appears to be to secure a standard which is equitable 
and just absolutely as well as relatively. We have already 
had occasion to refer to the impact of this desire for fairness 
on pay structures in contradistinction to actual earnings.
Is there an inherent contradiction between "fairness" and 
the economist’s emphasis on the requirements of the labour 
market as the primary determinant of remuneration? The present 
writer feels that there is hot - or need not be, provided that 
two conditions are fulfilled. First, demand prices must be 
as rationally determined as is humanly possible: the intrinsic
factors in jobs must be adequately rewarded, while the influence 
of history, tradition, prestige and so on must be "vetted" for 
current relevance. Secondly, it must be accepted as one of 
the economic facts of life that scarcity has a legitimate bearing 
on fairness. These two factors are, of course, not independent 
of one another. Our notions as to what is adequate reward for 
a particular skill are in part a function of the scarcity of 
such skill. Likewise, the supply of labour to any one market 
will, amongst other things, depend on the extent to which
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would-be recruits consider the price offered for their 
services as equitable. Indeed, to the economist the notion 
of the rate for the job is covered by the concept of supply 
and demand price: if a particular post requires special
qualifications etc., the supply price of its would-be incumbent 
will be correspondingly higher; likewise, the demand price 
employers are willing to pay will be greater, so that the 
demand-supply curve will intersect at a higher level of 
remuneration. Nonetheless, as far as the actual business of 
pay negotiation is concerned, the concept of the fair wage has 
acquired a semj-autonomous existence; various notions have 
taken root as to what is a just reward for certain factors, 
only partly depending on their scarcity value and a determinant 
of remuneration in their own' right. An arts graduate who is 
offered a salary of £7 a week at, say, age 30 would consider
this - and so would most others - as unfair, even if there were 
a superabundance of such graduates unable to find a niche in 
the labour market.
Our notions as to what is a fair reward are then to some 
extent, at any rate, independent of economic factors. While 
this is reasonable, it is equally reasonable that we should 
revise - enlarge is perhaps a more appropriate term - our 
concept of fairness: at present, economic considerations are
allowed insufficient weight in shaping our attitudes in this
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matter. It is generally considered that basic job factors, 
as modified by conditions of service and other net benefits, 
determine what is equitable: the requirements of economic
realities are tolerated at best as an outside intrusion. If 
we could bring ourselves to regard economic scarcity as having 
a legitimate bearing on fairness, i.e. that it is right to pay 
one worker more than his colleague - even though his job is no 
more skilled and no more unpleasant - merely because he is in 
short supply, a supplement granted on this ground would cause 
less heart-burning. It need not outrage anyone’s sense of 
justice, if those manning posts of which the community stands 
in greatest need command a higher reward than those #iose 
services could more easily be dispensed with.
The fact is that if we wish to have a highly complex
society aiming at a maximum output of goods and services, in
which consumers are to be free to buy what they wish but in
which there is to be no direction of labour, there must be some
tool to induce workers to enter those industries which will
produce the desired assortment of goods and services. It
would appear that a differential structure of pay and net
(1)
advantages is the only method to bring this about. It must be 
accepted, therefore, as one of the economic facts of life that
(1) For a brief but excellent discussion of this point see 
E.H# Phelps Brown, "Wage Policy and Wage Differences ", 
Economica (Nov. 1955) p. 353.
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the relative scarcity of labour is one of the primary
determinants of remuneration, and workers should be paid a
"scarcity supplement" if shortages in a particular field
persist. However, as Professor Florence has pointed out,
before justifying too sharp a difference between the true
reward of different jobs, we must be certain that all
artificial barriers to mobility - social as well as
occupational - have been removed, and that it is a natural
(1)
scarcity that is being overcome.
In a number of other ways, also, economic considerations 
will introduce an element of unfairness into pay as determined 
on the basis of intrinsic job factors. Thus - other things 
being equal - increases are: less likely to be conceded where 
labour costs constitute a relatively large element in the 
cost of production, or - in the case of the public sector - 
where sheer numbers make any improvement, however small, 
expensive. Sudden fluctuations of trade, resulting in the 
unforeseen contraction of an overseas market, are likewise not 
the "fault" of those adversely affected; conversely, individ­
uals finding themselves in an expanding industry, or in one 
©Ï1 joying a relatively inelastic demand for its products, are 
not necessarily - ethically speaking - more deserving of the
(1) P. Sargant Florence, Labour (Hutchinson’s University 
Library, n.d.) p. 105.
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higher pay which they may be able to secure. In short, as
Professor Hicks put it in another context, a certain amount of
(1)
unfairness is a necessary concomitant of economic change; it 
is here suggested that this is "fair". In any case, where 
such injustice bears particularly harshly on individuals in a 
given case, it is always open to the community to resort to 
media of social policy outside the sphere of remuneration to 
alleviate its effects.
Some types of economic unfairness, on the other hand, are 
less easy to countenance. Thus those who are relatively vocal 
or militant, or who refuse to show a sense of responsibility 
vis-a-vis the community in general or their work in particular 
do, within limits, "get away" with it. Their supply price will 
be higher than if they were less clamorous or less materialis­
tically-minded, and though the demand factor will set a limit, 
they can command a higher reward for their services than their 
more amenable and responsible colleagues. It is here that a 
scrutiny of the rationality of supply prices becomes important. 
It may also be added that such unfairness is not confined to 
economic life: it may be part of the cosmic order of things,
but be that as it may, economics has no monopoly of its 
manifestations.
(1) Hicks, op.cit. p. 82.
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IV.
We may now deal with some of the special considerations 
applying to remuneration in the public services by reason of 
such "publions3s F i r s t ,  where does the public sector stand 
in the matter of the ability-to-pay and profit criterion?
One point is that even in the private sector pay rates 
are not based on individual firms’ profit-and-loss accounts. 
Collective bargaining being largely conducted on a national 
plane, wage rates can in practice merely take account of an 
industry’s average ability to pay, though the individual 
employer’s economic fortunes may enter into labour costs in the 
shape of various above-the-line payments. Further, insofar 
as the ability to pay high wages depends on the extent to which 
these can be passed on to the consumer, there would appear to 
be a difference of degree, rather than of kind, between the 
commercial public services and private industry. The demand 
for the products of British Railways, electricity supply, gas 
and civil air transport is not inelastic: Rates and charges
cannot be put up indefinitely without serious loss of revenue; 
as in the private sector, there is the limiting factor of what 
the traffic will bear. The important determinant of the latter 
is, of course, the degree of competition for the industry’s 
product which, though it is less - taking the public sector as
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a whole - varies as between its different branches as it does 
in the private sector. The only public service to enjoy a 
complete monopoly is the Post Office, though for constitutional 
and political reasons, it is not allowed to exploit its 
monopoly position. On this broad interpretation of the term, 
ability-to-pay thus applies in both spheres, and varies with 
the degree of monopoly enjoyed by the individual industry 
rather than with its "publicness". As far as the non-commercial 
public services are concerned, they can, in a sense, pay their 
employees at whatever standard they choose, though the economic 
limitation of what the traffic will bear is ultimately replaced 
by a political limitation: tax- and rate-payers are willing
enough milch-cows, but there is a point beyond which they might 
refuse to foot the bill.
In the strict sense of the term, however, ability-to-pay 
presupposes that income or profit is the datum to which 
expenditure is adjusted; it is on this interpretation of the 
phrase that there is a significant difference between the public 
and private sectors. As far as the central government is 
concerned, it is expenditure, primarily, v/hich is the datum, 
revenue being raised to meet such expenditure; the position is 
the reverse of that obtaining in the private sector. As 
regards the local authorities, the picture is similar: rates
are levied of such amounts as are required to cover local 
outgoings, insofar as central grants and other sources are
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insufficient. This is particularly so now when local 
government salaries are nationally determined. %  to the 
time of their standardisation in 1946, the salaries of clerical 
and administrative staff, for instance, were more dependent on 
individual authorities’ rate revenue; ability-to-pay was then 
operative to a greater extent.
The position of the nationalised industries is more complex 
Officially, they are commercial undertakings, but as they are 
required by statute to do no more than "break even" - taking 
one year with another - here also the charges lAhich are levied 
are largely determined by inevitable expenditure; if a 
nationalised industry should be in the happy position of 
accumulating a large surplus, it would be under a statutory 
obligation to reduce its ability thus to pay higher wages. 
British Railways are under the additional disability of not 
having a free hand in regulating their charges.
There is, however, another side to the matter. While the 
nationalised industries would not be permitted to make excessive 
profits in order to maintain unduly high levels of remuneration, 
they are likewise under a statutory obligation not to incur a 
loss. It is here that the ability-to-pay criterion is, 
potentially, a vital consideration - and in a sense in which it 
does not, and cannot, apply to civil servants and local 
authority employees. In practice, British Railways have been
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allowed to incur deficits in order, inter alia, to meet rising
wage costs - as under the Cameron Court of Enquiry Report of
1955. The latter, with its famous dictum of "having willed
.(1)
the end, the Nation must will the means", in effect freed the 
Railways from their statutory duty of breaking even, under 
which, strictly speaking, they should have been prevented from 
meeting the claim.
Though public servants do not benefit from private indus­
try’s positive ability to pay, at least they do not suffer from 
voluntary service financial impotence. Thus the Independent 
Committee, appointed by the Minister of Labour in 1948 to 
adjudicate on a dispute between the B.B.G. and the Musicians’ 
Union, rejected the submission of the Corporation that casual 
studio fees for their musicians should be related to those paid 
by private musical societies; these private fees were 
inadequate, and as the B.B.G. was not to the same extent
affected by considerations of financial stringency, they did
( 2)
not constitute a proper yardstick for B#B#C. standards. The 
representatives of prison chaplains have likewise claimed that 
the Archbishop of Canterbury’s statement of November 1951, that 
the salary of parochial clergy should be £500 net, referred not
(1) Interim Report of a Court of Inquiry into a Dispute between 
the British Transport Commission and the National Union of 
Railwaymen (HMSO 19551 para.10.
(2) of. p. 494 ante.
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to what they ought to be paid but to vhat financial resources
were available in the Church; this figure should not be the
(1)
criterion for fixing Government salaries. Again, the
representatives of pharmacists in 1949 submitted to the
Industrial Court that the highly unpopular recommendations of
the pre-N.H.S# Joint Negotiating Committee were due mainly to
the poor financial position of the voluntary hospitals who
pleaded inability to pay more; "with the inauguration of the
National Health Service, Hospital Pharmacists naturally
considered that the special financial position of the Voluntary
Hospitals would no longer prevent the introduction of salary
scales commensurate with their professional qualifications and
(2)
responsibilities."
We may sum up the situation by saying that, as far as 
"cashing in" on high profits is concerned, this does not apply 
in fields such as the Civil, National Health and local government
services because they are not profit-making, while as regards
the commercial public 'services, it is largely inoperative because 
de jure they are under a statutory obligation to do no more than 
break even and because de facto such profits have not been made.
—   ...I .1 ».I M M  I ■■Mil IIM I— II....................... M M  II I mi I mm ..mm mm , u , m  .ii. .■ » i „ nil wm. —  ■, i.i— |
(1) Civil Service Arbitration Tribunal Award No. 191 (HMSO 1952) 
para. 8.
(2) Industrial Court Award No. 2231 (HMSO 1949) p. 4. In the 
last two cases we do, of course, not know what weight these 
arguments carried, but there is other evidence (e.g. the 
case of social workers quoted later) to bear out our remarks 
at the beginning of the paragraph.
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As to the converse case of losses, the non-commercial public 
services are again immune, while the employees of the commercial 
public corporations have not, in fact, been exposed to these in 
full. The overall impact of this would appear to be in the 
direction of levelling public service remuneration, and we may 
now look at a number of other effects of "publicness" - some 
favourable and some non-favourable - which, taken together, 
seem to produce a similar result.
One factor from which a few public (and kindred) servants 
benefit is that, in the case of some very august offices, the 
salary appears to contain an element of tribute to such office 
as well as monetary reward for its holder. Thus a High Court 
judge now receives £8,000 per annum as against the £3,750
accruing to a county court judge: it may well be that some of
(1)
this not inconsiderable "differential" is due not to the actual 
difference in knowledge and judicial capacity between the two 
categories, but to the exalted office of the former. A superior 
judgeship is somehow more conspicuously the repository of the 
dignity of British justice than a county court judgeship, which 
is more of a bread-and-butter affair. The position is somewhat 
similar as regards ordinary clergy and (a number of) bishops: 
in the case of some of the ancient bishoprics who, as it were,
(1) The fact that the post-tax differential is very much smaller 
is not relevant in this context.
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are the living symbols of the Church, the level of remunaration
is probably in part a mark of respect for, and in homage to,
the latter. That of many clergymen, on the other hand, is at
the senior office worker level. Again, one of the points to
which the Spens Committee attached great importance was that
the pay offered to specialists of exceptional^ability must be
sufficient "to maintain the position of British Medicine in a
(1)
competitive market...".
Another favourable influence is that the extension of the
public sector has had the result of improving prospects of
advancement ; for example, the larger field covered by an Area
Gas Board’s activities provides - to quote the Gas Council’s own
words - "opportunities for promotion greater than hitherto, and
less dependent on the accident of the undertaking in which an
(2)
entrant to the industry happened to begin his career". The 
greatly expanded employment of social workers in the public 
services has had the same result.
Another difference between the public and private sectors 
is that pay in the latter is more flexible: special merit
increases, end-of-the year bonuses and so on are more common.
(1) Report of Inter-Departmental Committee on Remuneration of
Consultants and Specialists (HMSO 1948) para. 12.
(2) Gas Council, Second Report and Statement of Accounts (HMSO 
1951) para. 88.
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although here there is some difference also as between the 
different public services. Whether this is a favourable or 
adverse factor clearly depends on the individual: the absence
of the possibility of having one’s salary adjusted according to 
one’s personal merit is a disadvantage as far as the above-the- 
average employee is concerned; for those below par, on the 
other hand, not to have to submit themselves to personal 
assessment is a net benefit.
Some effects of "publioness" are extremely difficult to 
evaluate. All salaries in the non-commercial public services 
are public property; questions concerning them may, and are, 
freely asked in the House of Commons. As such Parliamentary 
dissertations tend to amount to a complaint that remuneration is 
inadequate, they may well help to create a favourable public 
opinion #iich may smooth the path of subsequent pay claims.
But the precise effect of this does not lend itself to measure­
ment •
An important point is that it is no doubt difficult for the 
Government to award increases to its own employees, without 
taking account of likely repercussions on the whole industrial 
front. This is particularly so at a time when an active wages 
policy is being pursued as in the 1948-50 White Paper period, 
or during times of inflationary pressure generally, when the 
Government may wish to avoid even the slightest encouragement to
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the inflationary spiral. In such circumstances, the Government 
may feel tempted to deny concessions of a claim even if 
justified on merits, or else to grant it "in principle" but 
defer its implementation. The Government can only extricate 
itself from such an impasse, if the principles on the basis of 
which its servants are remunerated have been clearly enunciated; 
in that case the responsibility for any adjustment can, as it 
were, be devolved on these.
Different statements have been made as to the duties of 
the Government in its role of employer: it should be a "model 
employer", in the "first flight of good employers", or at any 
rate a "good employer". These terms are not particularly 
precise, but it would certainly appear that both the Tomlin 
formula and the Priestley principle of "fair relativity" preclude 
the Civil Service from being a model employer.
The Tomlin Commission concluded that the phrase "model
employer" lent itself to such varied and contradictory
interpretations, as to afford no practical help for fixing wages
or for indicating the responsibilities of the State towards its
(2)
employees. The Priestley Commission, on the other hand, felt
(1) The 1949 Chorley increases and the 1947 pay awards for police 
superintendents and chief constables are examples (see
pp. 19-20, 366 and 369 ante) .
(2) Tomlin Report, op.cit. para. 311.
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that guidance could now be secured from the term "good employer".
The latter was not necessarily the one who offered the highest
rate of pay, but one who sought to provide stability and
continuity of employment, adequate facilities for training and
advancement, and who consulted with representatives of his
employees upon changes affecting their remuneration and
conditions of work. The rates of remuneration of such
employers would compare v«rell with those of the generality of
employers, would move readily but not a-typically upward when
the trend was in that direction, and would be rather more stable
(1)
than most when the trend was downward. The Commission further
elaborated this when dealing with the problem of what position a
Civil Service rate ought to occupy in relation to outside rates
when these exhibited considerable variation among themselves.
It disagreed with the Tre&sury that the Civil Service figure
should merely be in harmony with those paid by a representative
selection of employers for comparable jobs; the Government
should be a good employer in the sense that, while it should not
be among those inÆio offered the highest remuneration, it should
(2)
be among those who paid somewhat above the average.
The various other public services likewise deem it their 
duty to be in the first flight of good employers. The under-
(1) Priestley Report  ^ op.cit. para. 146.
(2) ibid. paras. 171-3.
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lying principle of the local government Charter of 1946 was that
local government should not take the lead in determining pay
(1)
standards, but be in the "first flight of good employers".
The National Goal Board has also described itself in these
(2) 
terms.
More illuminating, however, than these rankings on the
model-good ei%)loyer scale are a number of other assumptions
underlying our standards of reward in the public services.
As regards the Civil Service, there is a general consensus of
opinion that - in particular as far as top-level staff are
(3)
concerned - the highest prizes are inappropriate. Likewise, 
it has become part of our stock of ideas that the nationalised 
industries should maintain standards midway between those 
obtaining in the Civil Service and the private sector. In the 
commercial public services, that is, the private sector is 
allowed to exercise its pull more fully than in the non­
commercial ones. This is partly the result of deliberate 
policy, though it is also due to the fact that market 
considerations have worked in that direction; the current rates 
of "nationalised" employees could not be ignored.
(1) cf. p. 96 ante.
(2) cf. p. 519 ante.
(3) see e.g. Chorley Report, op.cit. para. 18 and Priestley 
Report, op.cit. para. 364.
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The fact that Civil Service standards are intended to be 
below those of the commercial public services does not prevent 
the former from being something of a "salary leader" within the 
public sector. The clearest recent instance of this is equal 
pay for women: Practically all the public services not already
practising this, instituted equal pay when the Government 
decided on this course; even in the details of implementation, 
the Treasury model was adopted. More generally, as we saw, 
there used to be a specific obligation on the B.B.G. to have 
regard to Whitehall standards in fixing the salaries of its 
employees, and even now the Corporation is required to take 
account of the Government’s general wages policy. Other public 
services, likewise, watch with the closest attention the T-C.s 
and the E.O.C.s emanating from Great George Street. Essentially 
however, it is a case of seeing what the Government does, and to 
use this g.s a basis to be modified in the light of the standards 
deemed appropriate to the field in question.
Staffs who have become part of the public sector for the 
first time have been variously affected by their new status.
The crucial point is who their former employing authority was; 
if it was a voluntary service, publicness is very likely to have 
been of advantage. Thus "the greatly expanded employment of 
social workers in the public service has had the double effect 
of lengthening the ladder of promotion and improving salary
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(1)
scales." As far as the "nationalisation" of private employees 
is concerned, however, "publieness" has a levelling effect, at 
any rate as far as those at the extremes of the earned incane 
ladder are concerned. Typical, perhaps, of both policy and 
practice is a passage in the Spens Report on the remuneration of 
consultants and specialists. Referring to the evidence that it 
had been possible in the past for a small proportion of 
practitioners to obtain incomes of a very high order, the 
Committee state; "Bearing in mind that the salaries we have 
recommended... would remove the hardships at present experienced 
during the period of training; that in a public service the 
specialist ought not at any stage of his career to require to 
supplement his earnings by private means; that his remuneration 
will be maintained at a consistent level until the age of 
retirement is reached; and that throughout his career the 
specialist will enjoy financial security in marked contrast with 
the uncertainties of private practice, we concluded that some 
reduction was justifiable not only in the ceiling figure of the 
incomes attainable in the past, but also in the proportion of
(2)
consultants attaining to the highest levels of remuneration." 
Another example of the disappearance of the most glittering 
prizes on nationalisation is provided by the coal industry; the
(1) Younghusband, op.cit. p. 6.
(2) Report, op.cit. para. 12. The Committee add, however, that 
there must remain for a significant minority the opportunity 
to earn incomes comparable with the highest #iich can be 
earned in other professions.
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National Coal Board brought to an end most pre-vesting contracts
(1)
involving the payment of salaries in excess of £5,000 a year.
"Publicness" will of course exert a different pull 
according to whether or not a monopoly is acquired of the 
particular grade of worker. Thus though the introduction of 
the National Health Service has meant a levelling of specialists’ 
pay standards, this tendency has been kept in check by the 
survival of a substantial private sector; The distinction 
awards for consultants were probably designed not only with a 
view to maintaining the profession’s former financial expec­
tations, but also with an eye on the incomes currently 
available to independent specialists. Both through the forces 
of supply and demand and the principle of fair comparison, 
those public servants who have colleagues in private employment 
will suffer less from "publicness" than groups such as teachers, 
where the private fringe is relatively insignificant.
It is interesting to reflect that, as far as this levelling 
for the higher-paid public servant is concerned, we have 
travelled far from the position of the last century. The 
favourite parliamentary contention then was that there was a 
case for reducing all Civil Service salaries, though Sir
(1) cf. p. 518 ante.
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Charles Trevelyan was able to demonstrate that those filling 
responsible posts in the public services were by no means
overpaid* Routine work and copying, however, were done much
(1)
more cheaply in private establishments. Marshall stated that
there was a tendency for democratic couatries to pay more than
the market rate to lower grades and less than market rates to
(2)
upper ranks. As far as the latter are concerned, at any rate, 
the Marshallian dictum still applies.
Whether any special considerations should govern the fixing 
of the remuneration of public servants is one of general public 
policy. On strictly economic grounds, their pay should diverge 
from that of analogous private employees only to take account 
of differing manpower requirements and of any residual 
differences in actual posts, including variations in service 
conditions and "net advantages". If special considerations are 
held to be appropriate, such as that the Government should be a 
model/good employer - whatever the precise meaning of these
(1) E.W. Cohen, The Growth of the British Civil Service, 1780- 
1939 (Allen & IMwin. 194lV. p. 97. The Tomlin Commission, 
however, stated (op.cit. para. 299) that, from a perusal of 
the reports of the debates in the House of Commons on the 
various Pair Wages Resolutions, it appeared that the primary 
object of the movers was to secure that the State did not, as 
at times had been the case, pay less to the lower and 
particularly to the industrial and semi-industrial classes of 
the Service than the current rates recognised outside. 
Different standards i.e. seem to have been applied to 
industrial and salaried workers.
(2) Principles of Economics, (1930 ed.) p. 554.
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terms - or that public servants should not qualify for the 
highest rewards or, again, that this latter principle should 
apply more strictly to the non-commercial, than to the commercia]^ 
public services, these are, clearly, all decisions of general 
policy. While it is quite legitimate on our basic premise to 
allow such extra-economic factors as a co-determinant of 
remuneration, care should be taken to ensure that such 
principles are both rational per se and in their manner of 
application. Is there, for example, any good reason why 
"public service" criteria are applied to non-industrial civil 
servants but not to their industrial colleagues?
V.
The point was made earlier on that many difficulties of pay 
determination could be solved by a wider use of job analysis and 
evaluation. At the same time, there are elements in posts 
which are not amenable to such treatment. We are not referring 
to man- as distinct from job-factors such as special proficiency 
and long service, which can be dealt with by personal merit- 
rating. Over and above these there are a number of more 
fundamental matters, which elude the net of the job evaluator 
as of the work measurer.
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There is, for example, the problem of whether a post 
should be remunerated on the basis of the qualifications ideally 
required of its holders, as against those actually possessed. 
Thus prison officers are supposed to exercise a good influence 
over their charges both by example and precept ; modern methods 
increasingly require their active co-operation in training and 
treatment. Nobody would quarrel with this, but it represents 
the ideal rather than the actual. The question is whether pay 
in such cases should be high enough so as to constitute 
adequate reward for the few individuals who have achieved the 
ideal standard - in the hope of securing a larger supply 
approximating thereto. Initially, this would involve a level
of salary above the equilibrium necessary to equate supply - of 
the existing quality - and;demand; if it is felt that p?ison 
staffs are "below par", such a course may be decided upon. It 
must be added, however, that there are many fields in which it 
would be desirable to raise standards in this fashion. If the 
policy of attracting personnel of "superior calibre" were 
adopted in many spheres, is there, one may ask, a sufficient 
number of such persons available, and what, further, is the 
labour market to do with all the rejects? Also, if such a 
course were embarked upon on a large scale, it would to that 
extent become ineffective. Superior pay is, of course, a 
relative concept: in proportion as its benefits are extended,
(1) Civil Service Arbitration Tribunal Award No. 120 (HLiSO 1950)
para. 3.
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it ceftses to be superior. Remuneration over and above the 
equilibrium price of labour in order to raise the quality of 
that labour is thus an Instrument not to be used indiscrimin­
ately.
We may now also come back to our earlier point as to the 
need for investigating the elements of demand price: We will
take the case of teachers to illustrate how a historical factor 
may continue to exercise an influence on remuneration, which is 
difficult to reconcile with current requirements.
Teachers’ remuneration in England and Wales, we are told
by the McNair Committee of 1944, varied in chaotic fashion,
(1)
with the profession as a whole "disgracefully exploited".
This was because elementary education was conceived of primarily
as a charity - an instrument for providing a minimum of schooling
for the "children of the poor " - and it would appear that,
though salaries have been centrally determined since 1919, this
tradition of cheapness has dogged elementary education for so
long, that it is still difficult for the powers that be to
(2)
emancipate themselves from it. Adam Smith already pointed out 
that, though the requirements in the way of time, study, know­
ledge and application were at least as great in the case of
(1) See Board of Education, Report of the (McNair) Committee on 
the Supply etc. of Teachers and Youth Leaders (HMSo 1944) 
para. 17.
(2) cf. ibid. para. 110.
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teachers as in that of lawyers and doctors, the reward of the
former bore no relation to that of the latter, but in his days
this was largely because of over-supply. The strange thing is
that these low levels of remuneration still prevail, despite
the current acute teacher shortage. The problem is no less
serious for being well-known; in the circumstances, we can
hardly take much comfort from Smith’s conclusion that this
inequality was possibly beneficial as, though "it may somewhat
degrade the profession of a public teacher ... the cheapness of
literary education is ... an advantage which greatly over-
( 1)
balances this trifling inconveniency".
It may be held that if part of the reason for teachers’ 
continued low pay is this tradition of cheapness, this has now 
been embodied in our stock of ideas as to their intrinsic 
worth - i.e. has become part of what we now consider his "rate 
for the job". This is true to some extent, and no doubt there 
is also considerable force in the contention that, as a nation, 
Britain does not care sufficiently about education. Further, 
it cannot be denied that there are a number of other factors 
making for a low level of remuneration in this sphere, 
especially on the side of supply. First, at a time when the 
expense of professional training had to be borne by the would-be
(1) cf. Wealth of Nations, (5th ed. by E. Cannan (1930)) p. 135.
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professional himself, there was some sense in, say, a medical 
man commanding a higher salary than a teacher, as the former 
had to recoup himself for his higher "costs of production". 
Likewise, he had - and still has - to reimburse himself for the 
extra years spent on his training, during which the teacher has
begun to earn. The length of training is another factor in 
its own right; that of teachers is short, but as length of 
training is prestige-conferring per se, its relative brevity in 
this instance has helped to relegate teachers to the ranks of 
the lower professions.
Again, though teachers are reasonably vocal in pressing 
their clsLims for higher pay, their supply price is probably 
lower than that of other professionals. This is partly because 
education draws a considerable proportion of its manpower from 
the lower middle and working, rather than the middle, classes: 
Teaching, with its absence of "social" qualifications, is one 
of the levers by which many an able working-class child has 
hauled himself up the ladder into the middle strata of society, 
but the humble origin of such recruits has meant that they are 
willing to supply their labour power more cheaply than those 
drawn from a middle-class background. These latter consider a 
certain pattern of consumption as part of their minimum standard 
of life, below which they are not willing to offer their 
services. Finally, the fact that the majority of teachers are
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women has no doubt made for a supply price lower than that of 
primarily male professions, even though men teachers have 
hitherto received a differential over and above their women 
colleagues’ salary.
Thus then there are a number of factors which help to 
explain the relatively low level of teachers’ remuneration, 
but this does not invalidate the point that, though we are 
acutely aware of the teacher shortage and realise that his 
prospects in the labour market are not all they might be, the 
tradition of cheapness has created a climate which somehow 
inhibits us from fixing a salary more truly in accord with the 
intensity of our demand. It constitutes an irrational element 
from the economic as from any other point of view - in teachers’ 
demand price.
Akin to the role of tradition is that of the prestige 
factor; a few comments on the part played by status and 
prestige in the assessment of rates of remuneration may here be 
in place. This is a complex matter, the first question being 
the extent to which the two go hand in hand. There are 
probably few who would claim that they are totally identical, 
i.e. that a person’s prestige in the social hierarchy is a 
function exclusively of the salary or wage he^receives; at the 
same time, as Dr. Wootton has admirably shown, it would be
(1) The Social Foundations of \ïap;e Policy (Allen & Unwin, 1955)
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rather naive to deny their interrelation. A good example of 
a wide divergence between the two is the clergyman; his pay - 
judging by the minimum stipends fixed by the various 
denominations - is normally below that of many semi-skilled 
worl®rs, yet the status he enjoys - though it has undoubtedly 
deteriorated - is still considerably higher. The prestige of 
dockers likewise does not march in step with their earnings: 
in this case it is below What might be expected on the basis of 
the size of their pay packet. Again, female nurses rank more 
highly in the public esteem than their male colleagues, though 
hitherto paid less, this being a field in M^ich women are 
presumed to excel.
Though the precise correlation between pay and prestige 
belongs to that body of facts which it is difficult clearly to 
establish, it would appear that the impact of the former on the 
latter varies in different fields; its influence is greatest 
v/here there are no other specific factors positively or 
adversely bearing on the matter. Thus in the case of the 
clergyman it is agreed that, as one devoted to spiritual 
pursuits in general and to Christianity in particular, he is not 
"out" to get what he can. That #iat he does get is very little, 
is not therefore held against him to the extent it would be in 
other spheres, where a small income is considered as inability 
to "make good". Academic staffs for partly similar reasons 
enjoy a prestige over and above that to which they would be
- 701 -
"entitled" on the grounds of salary, and so in varying degrees 
do others whose profession contains an element of vocation. 
Again, a post in the public services is not rated on the basis 
of the pay attaching to it in the same measure as is one in the 
private sector; as pointed out, it is generally accepted that 
the level of remuneration here ought to be lower than elsewhere. 
In the business world, on the other hand, individuals are more 
or less given a carte blanche to make as much money as possible. 
They are not subject to the inhibiting influence of public 
service and similar considerations; hence failure to make money 
is failure, and in this instance is allowed to operate on status 
in full. To come back to the docker, in his case the fact that 
his work is both dirty and partly casual, depresses the sum 
total of prestige for which his wages might otherwise qualify 
him.
The relation between status and pay is complex also because 
of their mutual interaction. The fact that economic shortage 
has made the coalminer one of the highest- instead of one of the 
lowest-paid of industrial workers, for example, has affected his 
status in several ways: The mere fact of a high wage-packet has
given him added prestige; that his services have become more 
essential to the community has had the same effect. Again, the 
knowledge of his newly-acquired importance has raised his supply 
price; conscious of his role in the country’s industrial life.
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he will no longer offer his labour at the former low level.
This further tends to enhance prestige, for those who are 
prepared to supply their services for little reward - the fair 
sex, for instance - are doubly penalised in that they not only 
have to manage on a small income but, in addition, count for 
relatively less in the scheme of things. A cumulative process 
is at work, and though economic realities set a limit to it, 
within these limits it is operative.
There are of course numerous non-monetary factors bearing 
on prestige levels. Among those that are important are family 
background; education and training; freedom of action as 
determined by one’s ranking on the employer-ee scale; the nature 
of one’s work - in particular, whether it is manual and dirty or 
not ; security of tenure; conditions of service such as annual 
leave and so on. This, however, is not the place to pursue 
this matter.
From the point of view of wage/salary policy, the 
(theoretically) important issue is vÆiether the status/prestige 
factor ought to be assessed in determining relative levels of 
reward and if so, whether the "correlation" ought to be positive 
or inverse. Insofar as prestige enters into a person’s supply 
price, i.e. that he is not prepared to offer his services below 
a certain wage in the consciousness of the status he enjoys in
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the coiranmlty - and to the extent, similarly, that employers
are prepared to pay such a higher price - the factor is already
taken care of. Yet some official reports have not been content
thus to allow the prestige element to find its natural reward;
The three Spans Committees in their terms of reference were
chargei, inter alia, to have due regard to the desirability of
maintaining the proper social and economic status of the branch
of the profession which constituted their remit, the implication
being that a positive addition to remuneration might be
justified on status grounds. Similarly, those concerned with
the negotiation of salaries for the h i ^ e r  professions probably
take it for granted that the esteem in which they are held
qualifies for monetary recognition. The assumption is usually
implicit rather than explicit, though at times the expense
involved in maintaining expected standards has actually been
cited as entitling to additional pay. Thus one of the grounds
on which an increase was claimed by Post Office telephone
managers in 1952 was that, apart from official responsibilities,
they had semi-official ones which they could not and ought not
to evade; They had to support various civic, social and welfare
(1)
activities, estimated at £50-£60 a year.
(1) Civil Service Arbitration Tribunal Award No. 188 (HMSO 1952)
para. 7.
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Adam Smith speaks of the honourableness or dishonourable­
ness of an employment, forming part of its agreeableness or 
disagreeableness; the former is the first of his five 
^counterbalancing advantages^' making up for differences in the 
cash rewards of occupations. The implication here seems to 
be that prestige, as a definite net advantage, can be expected 
to go hand in hand with a rather lower level of pay than might 
otherwise be appropriate. Similarly, at a 1951 Court of 
Inquiry hearing the Railway Executive made the point that it 
was wrong to assume that superior status should in every case 
give the salaried man the right to higher remuneration, who in 
any case enjoyed certain benefits in the matter of conditions 
of service. That in the actual world the picture is frequently 
reversed has again been shown by Dr. Wootton, who has provided 
ample illustration of the tendency for high prestige to go hand 
in hand with superior pay as well as with superior service 
conditions. Men and women being what they are, this is 
probably unavoidable, if only because a high standard of reward, 
which may be necessary or justified on other grounds, will have 
just this impact on prestige levels. But while it would not be 
practical politics to depress the salaries of those enjoying 
high status, such fortunate individuals might at the same time 
bear in mind Smith’s dictum that honour makes a great part of 
the reward of all honourable professions. Moreover, supple­
ments of the type claimed by telephone managers would seem to be
quite inadmissible. For while we have a rigid code of social
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conventions, the rationale of reward can hardly be stretched to 
the point where special allov/ance must be made for their 
maintenance*
We may add that it is perhaps unfortunate that prestige 
and pay go hand in hand as much as they do. For some wage 
differentiation is essential on economic grounds - as indeed on 
those of ethics, unless the line is taken that ability and 
efficiency are not a legitimate criterion of reward. However, 
the exact width of differentials - vertical or horizontal - 
necessary for this purpose is a matter of social attitudes, 
custom and psychology rather than of economics, and amenable to 
a considerable amount of "conditioning". Be that as it may, 
the point here is that it is not essential that such differences 
have the implications they do in the sphere of social strati­
fication.
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VI.
Another - and more fundamental - element in remuneration to 
which we may now turn is the "need" factor. Though its role in 
pay determination has been thoroughly discussed - in particular 
in connection with the equal pay controversy - it is still an 
open question whether the wage should be exclusively the rate 
for the job as determined by the characteristics of the post 
and the requirements of the labour market, or viiether it should 
also be in some way related to the needs of its individual 
recipients* Quite apart from what should be, the question of 
what is is also capable of different interpretations* The 
whole problem arises because of the dual nature of the pay packet 
to which we have referred.
It is the worker who feels impelled to stress the need 
factor in pay negotiation, for the significance of the wage to 
him is the standard of life it enables him to maintain. For 
the employer, on the other hand, it is solely an economic 
quantity - an element in his costs of production. Moreover, 
for the employer the magnitude of this wage is determined - with
(1) See Royal Commission on Equal Pay, Appendices to Minutes of 
Evidence (HMSO 1946), (Memoranda of Evidence Submitted by a 
Number of Economists) •
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greater or lesser precision - by the marginal net product of 
the labour concerned which, clearly, is unrelated to the needs 
of that labour qua human being.
As a result of this total divergence in the nature of the
determinants of demand and supply prices, their interplay has
produced a compromise, in that basic pay standards are not
based on need insofar as this varies from individual to
individual; The wage or salary agreed by the processes of
collective bargaining does not, for example, take account of an
(
employee’s varying family circumstances. At the same time, 
the notion that the wage must assure a man of a certain standard 
of life is probably the most fundamental element making up his 
supply price* further, the popular conception of such a 
standard is that it must be adequate to cover the needs of the 
"average" family. To the extent then that a rate of pay is 
the product of the interplay of demand and supply, the need 
element becomes one of its basic ingredients.
According to one legal authority, the salaries of state 
employees, though fixed with the sanction of the Treasury, are
(1) A National Arbitration Tribunal Award (No.1432, HMSO 1950) 
mentioned an offer by employers to pay a higher wage to 
married, than to single, men but this is most unusual.
The award laid down a uniform rate.
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in the eye of the law laid down by the Sovereign, and awarded
by him to his servants; "It appears that the pay of a Grown
servant is not to be considered a reward for his services, but
as a payment to enable him to perform his duties." Salaries,
Mr. Mustoe adds, seem to be granted for the dignity of the
State, and for the decent support of those engaged in its 
(1)
service. However, notwithstanding the legal position and the
obviously different composition of the (non-commercial) public
employer’s demand price, it would appear that, in practice, the
pay of public servants is also essentially reward for service
rather than to meet need. This is so at any rate as far as
basic standards of remuneration are concerned; as regards the
various peripheral aspects of pay, there may be a difference
(2)
between the public and private sectors. The legal position 
may also be partly responsible for the notion that the standard 
of salaries in the public services should not be up to full 
commercial levels.
The needs argument - the common claim that it is impossible 
to live on £x a week - is, basically, non-economic. In purely 
economic terms, as long as there is sufficient labour coming 
forward to fill a particular post, the adequacy of the figure
(1) N.E. Mustoe, The Law and Orpianisation of the British Civil 
Service ( 1932) p. 41. '
(2) ~§e~e post.
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as such is irrelevant. Yet the demand for a wage which will 
assure a man of his essential requirements is entirely 
reasonable; it may be regarded as one of the instances in 
which non-economic considerations have a legitimate bearing on 
pay determination. However, a number of problems arise in 
this connection.
The first is that the term "need" is a nebulous concept. 
There are, of course, the basic needs of subsistence, but these 
are taken care of by the economic minimum, for where a wage 
fails to satisfy essential physiological requirements, no 
labour will come forward. The real problem is what should be 
allowed over and above this bare subsistence level to form, as 
it were, a "social minimum". It would appear that there are 
no absolute criteria to help in the determination of such a 
standard. Luxuries of yesterday are the necessaries of to-day, 
while many a "must" of the American worker is far beyond the 
reach of the peoples of other lands. In brief, the social 
minimum must be fixed to suit time and place; the economic 
pôsition of the country - such as its general standard of wealth 
and its competitive position in the international market - as 
well as the resultant attitudes as to what are necessaries must 
determine its magnitude. Such a minimum may or may not be 
given the sanction of law, but - either way - there is a great 
deal to be said for paying each worker on at least this level. 
For if minimum standards are tolerated which offend the
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community’s social conscience, the burden of making up the 
difference is merely shifted from employers to taxpayers.
The second difficulty is that when it has been conceded 
that no worker should receive less than such a social minimum, 
there is the well-known problem of whom this latter is to 
provide for. As pointed out, the demand for a living wage is 
in terms of the family - the "typical" family of four - 
although this particular demographic unit is very far from 
being typical, the burden of dependency varying greatly. This 
poses a dilemma. For where a minimum is adequate for one, 
clearly it cannot be so for two, three or four; conversely, if 
it is fixed at a level high enough to cover the two-child 
family, it will be above the essential requirements of those 
with fewer dependants. There seems no solution other than to 
base the social minimum on the individual person, and to adjust 
that figure to family needs - how generously is an important, 
though separate, issue of public policy - via the social 
security system and taxation. This is the only method by 
which actual, rather than hypothetical, family responsibilities 
can be taken into account.
While the varying burden of dependency precludes its 
weighting in the social minimum on logical grounds, there is a 
vital economic consideration working in the same direction.
For while one of the functions of remuneration is to provide for
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a man’s basic requirements, another is to secure the right 
distribution of labour; it cannot do this and at the same 
time be attuned to the specific needs of individuals, which are 
entirely unrelated to the matter. Wages must, over and above 
the universal minimum, represent relative values to the 
employer, and these could hardly be expected to vary with their 
recipients’ personal circumstances.
To the extent then that needs are universal, they are a 
legitimate constituent of supply prices; they can become part 
of a hypothetical or actual minimum wage; to the extent that 
they are individual, they cannot. Fortunately, this conclusion 
is not - in a country such as Britain - as harsh in practice as 
it is in logic. With a relatively high standard of life, the 
country can afford a social minimum which, in terms of 
subsistence, is reasonably generous as far as the single worker 
is concerned, but which, at the same time, will allow the 
average family to live. In this way the demand for a "family 
wage" can be met.
In an article published some years ago. Professor R.M. 
Titmuss expresses the opinion that the distribution of the 
national product is out of sympathy with the contemporary 
distribution of social need arising from the dependencies of
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(1)
childhood, widowhood, sickness and old age, and it may be 
argued that systems of remuneration should be more closely 
attuned to such needs. As we have seen, however, the 
practical difficulties are very great, and the view is here 
taken that wage and salary structures are ill-equipped as an 
instrument for this purpose. If it is felt that the various 
types of need are not sufficiently catered for in our current 
distribution of resources, the way to remedy this is to 
allocate a relatively larger share of the national income to 
the social security budget, rather than to weight pay rates by 
this factor.
We have so far discussed the role of the need factor as 
far as basic standards of remuneration are concerned. It 
would appear that in this respect tbe interplay of demand and 
supply has achieved a reasonable compromise, bearing in mind 
the fundamental divergence in the significance of the wage to 
employers and workers. There is, however, another channel 
through which need enters into pay levels, and that is via the 
various "fringe" aspects of remuneration such as differentials, 
allowances, conditions of service and so on.
(1) "Social Administration in a Changing Society", Brit. Jrnl. 
of SocioloCT (Sept. 1951). What follows should not be 
taken to imply that Prof. Titmuss suggests that this should 
be done within the framework of wage and salary structures.
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The question of need in the peripheral aspects of
remuneration arises particularly in the public services. This
is, first, because pay patterns here are more complex than wage
structures; there is a greater profusion of incidental service
conditions. Secondly, the incremental nature of salaries
gives scope for the recognition of the need factor in settling
the length of a scale or the amount of an increment; insofar
as a longer scale is introduced because a man assumes
additional domestic responsibilities, or that the size of
increments is larger in the ’teens than in the twenties, this
is in deference to the need element. Thirdly, though in theory
the Treasury can pay its servants whatever salaries it pleases,
in practice the basic rate attached to public offices must bear
some sort of relationship .to market levels; this is not true
to quite the same extent of the various "fringe" aspects of
remuneration, particularly as present methods of calculating the
"net advantages" of occupations are imprecise. It follows
that there is more latitude in deciding on the principles on
(1)
which such fringe benefits are paid.
It is partly as a result of this that the inconsistencies 
in dealing with the structural aspects of remuneration - to
(1) For the sake of brevity, this term is being used to cover 
all the various peripheral aspects of remuneration.
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which we have referred in the previous chapter - are found
among the public services. Basically, this divergence stems
from another fundamental difference over the interpretation of
the term need, namely whether the latter is absolute or
relative, i.e. whether it is to be defined in terms of
satisfying some absolute standard or, alternatively, in terms
of the mode of life to which an individual has become accustomed
(1)
by reason of his income. This problem is the one actually 
occurring in the day-to-day business of pay negotiation, unlike 
those discussed earlier, which are mostly left to find their 
own solution. It would appear that, logically, the term need 
must be confined to "social minimum" need - but no more than 
that, and that its use cannot be extended to cover the require­
ments generated by a higher customary pattern of expenditure.
The problem occurs in its most acute form in the case of 
cost-of-living increases; should these be in the shape of a 
fixed sum proportional only to the rise in the index of retail 
prices - with a possible leaving out altogether of those in the 
higher income brackets - or should the compensation be in the 
form of a percentage of salary, enabling relative living 
standards to be maintained. The acute indecision on the
(1) This problem of course arises only if it is conceded that" 
"need" may cover more than the physiological minimum.
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subject Is well evidenced by the constant oscillation between 
these two alternatives. It is true, of course, that the 
question of the maintenance of vertical differentials also - 
and legitimately - comes into this; for all that it is fair to 
say that the wavering and vacillation in the matter is partly 
due to the issue of absolute v. relative need not having been 
settled.
Similarly - though less important - where flat rates are 
paid to the most senior staff, one of the assumptions seems to 
be that, from a "needs" point of view, increments are no longer 
required when certain levels of seniority and income have been 
reached. However, as we saw, there is no uniformity in the 
matter.
The same explanation accounts - in part at any rate - for 
the difference of principle in fixing area differentials. As 
shown in the previous chapter, the London allowancej^ is in 
some cases a uniform amount; however adequately or inadequately 
this may reflect the additional expense of living in the 
metropolis, it is an attempt to compensate staffs for the 
absolute extra cost involved. IfJhere area differentials bary, 
in addition, with age, this is merely a more precise adjustment 
to the same factor. Where, on the other hand, the size of the 
differential depends on salary, this may be regarded as a basis
unrelated to the need factor, in the sense in which we have 
defined the term.
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Here we must qualify in that, even where area differentials
increase with salary, they do not do so all the way. For
example, B.E.A. pilots’ London weighting is graduated on this
basis, but it tapers off when ^ay exceeds £1,580, while no
allowance accrues after £1,684# In the Civil Service the
deduction from the London standard is not tapered., but it no
(1)
longer increases when a salary of £1,577 is reached.
Similarly, in October 1950 the Industrial Court upheld a
management side contention - the claim v/as for the institution
of a London allowance for medical officers of health - that in
other industries and services London weighting had been applied
(S)
only to the lower income groups* Thus even where area 
differentials vary in accordance with the relative standard of 
living, beyond a certain point the attempt to equalise such 
relative standards over the country is no longer made.
The extent to which conditions of service reflect the need 
(3)
factor varies. As pointed out, personal circumstances are 
inter alia taken into" account in fixing the rent allowances in 
the police and prison services* The size of the Civil Service 
transfer grants depends on family responsibilities as well as on
(1) The figures relate to 1951.
(2) Industrial Court Award No. 2285 (HMSO 1950) Appx. A, p. 13 
and para. 21.
(3) What follows is meant to be illustrative rather than 
exhaustive.
. 717 -
salary. The system of sickness payments - now widespread in
the public services - and the few cases of family allowances
are also clear Instances of the recognition of personal need.
As regards hours, these sometimes vary according to this factor •
in this case, the arduousness of work: Among the medical
auxiliaries, for example, speech therapists have shorter hours
(1)
than almoners, though as between broad categories such as
clerical and manual workers, they generally vary in the opposite
(2)
direction. As for annual leave, this depends on salary and, 
frequently, length of service; it is not normally based on, 
say, the hazards to health of the particular job. Super­
annuation payments, likewise, are governed by salary and length 
of service, though the more favourable retirement provisions for 
such categories as policemen and mental nurses are in deference 
to the need factor.
(1) The fact that nurses’ hours are much longer than medical 
auxiliaries’ need not be interpreted as relative indifference 
to nurses’ needs; it is a case rather of patients’ needs 
being considered greg^ter than theirs.
(2) As regards overtime payments, lower salaried workers 
frequently are, but higher grades are not, eligible for 
these, but questions of status as well as of need are here 
involved.
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VII.
We will now turn to the question of comparisons for the 
purpose of pay negotiation. Such comparisons may be odious, 
but they are probably inevitable: they would appear to be the
main process by which individual supply prices are articulated. 
It was stated earlier that the concept that remuneration must 
assure a person of a certain standard of life is a fundamental 
element of supply price; so is the notion that it must be a 
fair rate for the job, which the worker assumes - not 
necessarily correctly - also represents his value to employers. 
While the general level of supply prices is a function of the 
economic conditions prevailing in the country, the mechanism by 
which the demand for a specific standard of life and a specific 
rate for the job is translated into £ s. d. is via the making of 
comparisons; there being no absolute value in economics, the 
actual price at which an individual will offer his labour is 
determined - in part consciously and in part subconsciously - 
by what accrues to "comparable occupations".
More precisely, each person - or each group - settles what 
its own standard should be in the light of that enjoyed by 
comparable grades, as well as according to where he feels his 
place is in the occupational hierarchy. His supply price is 
calculated by an attempt to be at least as well off as his
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equals, command a certain differential over and above his 
inferiors, and to suffer no more than the customary margin as 
against his superiors. Comparisons are also bound to be made 
because, unless we adopt a completely monastic Weltanschauung, 
pay is one - even if not the sole - reward for effort; In 
judging whether such reward is adequate, our yardstick is, 
again, what is granted to those making a like effort.
The difficulties involved in making comparisons are 
considerable; grade titles are the flimsiest of guides. Nor 
are the formal definitions of duties very illuminating; if we 
have quoted from these in earlier chapters, this has been, in 
the main, to give the "official version". One problem in the 
salaried sphere is the dearth of available information. A 
large section of clerical workers in private employment is 
unorganised and particulars of their remuneration are not to 
hand; the position is worse as regards senior personnel. As 
a result, comparisons are often confined to other branches of 
the public sector. Insofar as the necessary data are available, 
by and large it is less difficult to find comparable occupations 
for scientific, technical and professional staff than it is for 
administrators. The function of administration is, as it were, 
shot through with the very service with which it is associated; 
this is not true to the same extent of engineers, doctors or 
lawyers. Again, it is easier to compare routine workers than 
those higher up the occupational ladder.
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Our outline of pay histories in the various public 
services confirms that comparisons are indeed universal: the
fundamental problem that arises is what are comparable 
occupations? As the Priestley Commission put it, "vsork may be 
identical; or very similar; or it may be broadly comparable... 
or the content of the work may not be even broadly comparable 
but it may be possible to make some comparison of qualities 
such as skill and initiative and of the type of worker
(1)
required; or there may be no basis for any comparison at all. 
From this wide range of possible degree of identity every 
category picks some outside target with which it seeks to 
achieve parity; Civil Service scientists are chasing Civil 
Service administrators; Scottish judges want parity with 
English judges; firemen have been casting envious eyes at the 
police•
The most common type of comparison is of the "broadly
comparable" variety - a highly elastic procedure, as it is
bound to be in view of the vagueness of the term. By way of
illustration we may quote from the 1949 arbitration proceedings
in connection with a comprehensive claim by the Union of Post
(2)
Office Workers. The notion of broadly comparable was there
(1) Priestley Report, op. cit. para. 152.
(2) See oral statement of Post Office to Civil Service Arbit­
ration Tribunal, The Post (organ of Union of Post Office 
Workers) 18.6.194W, p. and pp. For other examples and 
a general discussion of the whole problem see also Wodfcon, 
op. cit. p. 131 and pp.
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employed to cover those of the same background"; for instance, 
postmen were compared with railway workers because they are 
largely recruited from the same source, as well as because 
railway employees represent an important section of manual 
workers. The rates of agricultural labourers were likewise 
cited by the Post Office, because they form a large proportion 
of the rural population where many postmen are employed.
While factors such as these may be taken into account in making 
comparisons, they are not useful when elevated to the point 
where they become the sole criterion.
The Post Office, further, submitted a statement setting
out the scales for five Post Office grades with maxima ranging
from 125s. per week (telephonists) to 158s. (postal and
telegraph officers), while the categories to whom these were
compared ranged from shop assistants in food distribution with
a maximum of 96s. per week to linotype and monotype operators
(2)
in printing and bookbinding, whose maximum was then 147s. The
Post Office, it is true, merely maintained that these were 
broad general comparisons, but one is still tempted to ask who 
is being compared with whom. As a pay claim such as this is a
matter of a few shillings more or less, the question is not 
irrelevant.
( 1) The Post, op. cit. p. 276.
(2) All the rates quoted are London rates.
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A variation on the theme is a comparison between those who
happen to occupy an analogous rung in their particular pyramid:
thus, in 1951, the 130 per cent increase over 1939 of the
lowest-paid "conciliation" man, the grade 2 porter, was
contrasted with the improvement for the bottom man in the
salaried structure of British Railways on the maximum of
(1)
class 5, which was only 72-g per cent.
A somewhat different type of comparison is that of wage 
movements : the average increase in the earnings of railway
workers as a whole is set against that for Post Office workers 
as a whole. This procedure suffers from the defects inherent 
in all comparisons based on the earnings of different groups; 
they disguise the varying proportions of skilled and unskilled, 
differences in age and sex structure, the varying incidence of 
overtime earnings, and so on. Comparisons with movements in 
the Ministry of Labour Index of Wage Rates - common in the case 
of lower-paid salaried staff - are unsatisfactory for broadly 
similar reasons. We may add that, while the Tomlin Commission 
of 1929-31 proposed that Civil Service remuneration should 
reflect "the long-term trend both in wage levels and the 
economic conditions of the country", the Priestley Commission’s 
view was very definitely that comparisons should be with current
(1) cf. p. 559 ante. To some extent this is akin to the
"Allen" method' of estimating changes in the hierarchy of 
salary earners over a period of time.
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outside rates rather than with trends, except in times of
(1)
unusually marked and rapid outside fluctuations.
There is, of course, no reason why we need invest the 
relativities figuring in pay claims and arbitration proceedings 
with any very great significance. It would seem to be 
inherent in the system of collective bargaining that unions 
attempt to establish a comparability that will achieve the 
desired end of improving their members’ standard of living, 
while employers, conversely, must aim at securing their factors 
of production at the lowest possible price. With this end in 
view, employers will sometimes cite any grade that happens to 
be earning less than the category for which a rise is demanded, 
while unions will quote any that happens to be receiving more; 
some of the relativities would probably be admitted as not 
holding water, if spokesmen of the two sides could afford to be 
sufficiently frank. The irrational element in pay rates is
certainly not confined to employing authorities’ evaluations of 
different kinds of labour; these are matched on the side of 
supply by unions’ insistence on the maintenance of differentials,! 
the raison d ’etre for which has frequently disappeared.
(1) Tomlin Report, op. cit. para. 308 and Priestley Report 
op. cit. para. 132.
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The tactical nature of many comparisons is illustrated by 
the fact that the grade with which relativity is claimed is 
changed without much inhibition. While it is true that two 
occupations may become either more or less alike with the 
passage of years - clerical workers, for instance, could more 
legitimately assert some affinity with teachers when education 
was the prerogative of the few - most "switches" of this kind 
are governed purely by considerations of expediency.
A rather different problem is the spatial one of deciding 
on the area over which comparisons are to be made; should these 
be confined to those in the same locality, region, country?
The stage has now been reached where pay negotiations are largely 
conducted on a national plane; while certain area differentials 
are considered legitimate, rates - within the same service - are 
otherwise expected to be consistent from a national standpoint. 
At the same time, national frontiers set the boundary; the 
position of analagous workers abroad is not normally adduced at 
the bargaining table. An exception to this are pilots, whose 
work brings them into close contact with their opposite nunhers 
in other parts of the globe; here comparisons are of inter­
national dimensions.
The time element often complicates comparisons. While in 
some instances the issue is clear, in others there is the 
question of which pay increase is cause and which effect. A
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situation sometimes arises where Y will argue that they are 
entitled to a rise because X, with whom they have kept in step 
in the past, had one six months ago, with X retorting that 
that increase was merely to compensate them for improvements 
granted to Y a year previously; if a fresh award were now to 
be given to Y, X will be entitled to similar treatment* This, 
of course, is not an issue of principle, but one of disentang­
ling the facts. It may be a thorny one for all that.
While it is easy to detect the flaws in some of the 
relativities claimed, and while some of the latter can be 
dismissed as merely part of the armoury of collective 
bargaining, it is much more difficult to find a more satis­
factory basis for making comparisons. Insistence on a one 
hundred per cent identity would rule out practically all from 
the start; in most there will be some factors which can be 
contrasted only by reducing them to a common denominator in 
terms of skill or responsibility. The important point is that 
this should be done systematically, and it would appear that - 
if comparisons are to be legitimate - job analysis is again 
called for. However, as previously indicated, this technique 
can only take care of the evaluation of the intrinsic factors 
in jobs - not of that of economic scarcity. We return to this
matter at the end of this chapter.
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Even when two occupations have been found that can be 
regarded as comparable, there is the further pmoblem of 
deciding on the unit of comparison. This matter is in some 
respects more, and in some respects less, complicated on the 
salaries than on the wages front. In the latter there is the 
question of whether wage rates or wage-earnings are the 
relevant unit, and though this problem hardly arises in 
salaried employment, a short digression may be permissible.
It would seem that at present wage rates and wage earnings 
diverge much more than they need: the crux of the matter is
that many payments are made as extras, i.e. do not appear in
the wage rate, which could in fact be standardised as part of 
that rate. For example, if employees in a particular trade 
are regularly expected tOj, and in fact do, work a 47-hour week,
it would be mere logical to fix the normal week at 47, so that
overtime would be genuine overtime rather than hours in excess 
of what has become a rather meaningless standard. The 
negotiated weekly rate could be correspondingly higher, so that 
no loss of income would result. It is merely a case of calling 
a spade a spade, though it is not suggested that it would also 
be practical politics. If, however, rates were settled on 
this more realistic basis, so that they would reflect all 
elements of jobs other than those due to personal exertion, 
workers would be able to insist that only they were used for 
purposes of comparison. Earnings in excess of such rates would
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(1)
be "their own affair", and not relevant in fixing remuneration.
We may add that where earnings are used as the unit of 
comparison on the ground that it is they which determine living
standards, a logical extension would be to take faAily earnings;
(2)
Marshall points out that many economists had in fact proposed 
this course. Marshall felt that there was much to be said for 
this in the case of agriculture and those old-fashioned domestic 
trades in which the whole family worked together, but that in 
modern England trades of that kind were exceptional. These 
remarks now apply a fortiori, and it is most unusual for family 
earnings to be quoted in wage negotiations• It is, of course, 
the case that there is a considerable variation in the number of 
earners contributing to the family income, but while living 
standards are very materially affected by this - as by the 
number of dependants each household has to support - to 
introduce these factors into pay determination would make for 
impossible complications. It reinforces our earlier conclusion 
that wage and salary structures are not equipped to deal with 
"the domestic situation".
(1) Employers would still be justified in quoting earnings 
figures, #iere claims are based on the need factor.
(2) Principles of Economics (1930 ed.) p. 556.
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The problem of the correct unit for purposes of comparison
is more intractable in the sphere of salaries, because of their
incremental nature. Insofar as manual workers are concerned,
maxima are generally payable at age 21; the rates accruing at
(1)
that point can be contrasted, once general job comparability 
has been established* In non-manual employment, on the other 
hand, there is the profusion of class and grade structure to 
which we have referred. ••structural” comparisons of the type 
made in the preceding chapter are, of course, possible.
However, their limitations are considerable, in particular as 
far as maxima are concerned - in a way the most significant 
comparison of all.
First, the term "maximum” can mean different things. 3h
most public services it refers to the figure which all will
reach provided they remain in the service long enough; in
outside employment it may mean the rate which the best members
of a grade can attain, but which the average or sub-average
(2)
individual cannot. The Priestlyy Commission stated in this
context that great care must be taken not to equate a Civil
Service maximum, which all will reach, with special merit rates
paid only to a few out of many, though at the same time some
(3)
account must be taken of the latter.
(1) Subject to the qualification made in note (L on page 7X1 •
(2) cf. Priestley Reports op.cit. para. 157.
(3) ibid. para• 16é •
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Secondly, while maxima can be used for the purpose of
showing how high individuals will reach without promotion or
for contrasting the cash ceilings of different services - as
was done in Chapter 18 - they are unsuitable if the aim of the
exercise is to establish the overall identity or otherwise of
the true reward of two occupations. This is because of the
varying lengths of scales, because of the differing number of
such scales in different pyramids, and because a comparison of
maxima does not take account of relative prospects of advance-
(2) 
ment •
The prospects of promotion in a particular service are, 
of course, closely bound up with the question of the distribu­
tion of staff over its different levels; here sole reliance on 
the formal salary structure is quite inadequate. Thus accor­
ding to the 1948 census of local government personnel, only 
27.4 per cent of men were in the general division, the 1951 
maximum of imAiich was £425. In the course of a pay claim, the 
Transport Salaried Staffs Association stated that, in the case 
of male railway salaried staff, fully 75& per cent were getting 
less than £420, and as that figure entailed two promotions - 
unlike the £425 in local government which all would automatic-
(1) Except in those cases where the recruitment grade is also 
the career grade.
(2) This consideration also applies, but much less so, to 
comparisons of the maxima of manual occupations.
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ally attain - not all railway workers could be sure of reaching 
(1)
it. Clearly, this is a highly important point, which must be 
taken into account when comparing remuneration in the two 
fields.
A possible method of dealing with this problem is to adjust 
salaries by a factor reflecting grade complements. For instancy 
an average salary for the Civil Service executive class could 
be computed on the basis of the means of the various executive 
scales, weighted in accordance with the numbers in the different 
grades. This, however, presupposes that a class’s oppor­
tunities for advancement are confined to that class when, in 
fact, it may not be easy to define what precisely its promotion 
potential is. Thus a Civil Service clerical officer can rise 
to higher clerical officer or to executive officer; from the 
latter he can climb up the executive ladder, and ultimately 
advance to the administrative class. Yet it would be most 
unrealistic to count the establishment of the whole higher 
Civil Service in evaluating clerical officers’ career prospects. 
Similarly, promotion outlets may be shared with other hier­
archies. For example, senior administrative posts in British 
Railways are open to the conciliation grades, and though 
de facto they are largely filled by clerical personnel, it does 
mean that the criterion of numbers is not foolproof.
(1) R.S.N.T. Decision No. 13 (7.11.1951) p. 14. The figure of 
£420 - the maximum of class 3 - was raised to £453.10.0. 
with retrospective effect from 3.9.1961.
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Another reason why staff complements may be an incomplete
guide is that salary structures as nationally defined may be
misleading: in the Civil Service technical hierarchy, for
instance, grade A or B is normally used for any one block of
~  (1) 
work. Again, departmental needs differ: in the scientific
Civil Service promotion opportunities vary in accordance with 
both type of work and the specialisation of staff; one nuclear 
physicist may not be interchangeable with another. Further,
in one field higher posts may be created for those deserving 
them, while in another complements are rigidly fixed; yet 
again, promotion may depend on the passing of specific examin­
ations. Finally, grade complements may be an inadequate index 
because of the existence of temporary workers, who do not form 
part of the official establishment.
An alternative method of weighting the prospects of 
advancement is to take the "career grade” in two fields, and to 
use the average salary earned over a man’s entire working life 
as the unit of comparison. This, first, raises the question 
as to the meaning of the term "career grade": what proportion
of basic-grade recruits must reach it in order for it to qualify 
as such? It further necessitates the possession of adequate
(1) Much, however, here depends on the mechanics of promotion 
procedures: the institution in 1950 of a "promotion pool"
for executive officers was an effort to equalise advancement 
opportunities in different departments.
- 732 -
data about the timing of one or several promotions in the course 
of a person’s progression; provided these are available, this 
procedure has much to commend it. Thus if it has been 
established that a civil servant directly recruited to the 
assistant principal grade of the administrative class is 
normally made a principal at 30, and that the average age of 
promotion to assistant secretary is 42, in which grade he 
usually retires at 60, his average salary over his working life 
can be calculated. Such a figure would form a more appropriate 
unit for comparison with one worked out on a like basis in 
another field than a contrasting of the maxima of two individual 
scales - or their means - in the two hierarchies.
The extent to which such average salaries are practicable 
and useful depends, however, not only on the possession of the 
necessary data about the timing of past promotions: it likewise
depends on whether the period in question can be regarded as 
reasonably stable and on whether such averages are merely 
statistical means or also typical of the majority of case 
histories. One objection to wei^ting pay scales by the 
promotion factor is that inherent in the use of all averages; 
it works unfairly against the person whose case is a-typical - 
in this instance, who does not secure advancement, though this 
could possibly be dealt with by én increasing adoption of long- 
service increments. Further, promotion will always depend on
factors such as the rate of expansion of the service concerned
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and the age distribution of those currently occupying senior 
posts; data relating to the past can therefore never be a 
complete guide. But for all the difficulties involved - and 
these are much less in a compact service than in an elaborate 
one like the Civil Service, on which we have drawn for purposes 
of illustration - some weighting by career prospects would seem 
to be essential for genuine job comparisons.
VIII.
Prospects of promotion are only one of a whole species vhicl^
Î
over and above the cash rate of pay, must be taken into account 
in any job comparison. Adam Smith speaks of Certain inherent 
circumstances" peculiar to different industries, occupations and
grades. He mentions five of these, arising from the nature of
the employments themselves, which "make up for a small pecuniary
gain in some employments, and counterbalance^ a great one in
(1)
others": Marshall develops this further into the notion of net
advantages. He warns against a crude contrasting of money 
wages: "The true reward which an occupation offers to labour
(1) Wealth of Nations, 5th ed. by E. Gannan (1930) Book I,
Chap. X, p. 102.
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has to be calculated by deducting the money value of all its 
disadvantages from that of all its advantages; and we may
describe this true reward as the net advantages of the
(1)
occupation".
Professor Sargant Florence thinks that Marshall’s lead
might be followed up by an analysis or balance sheet of a job’s
attractions and deterrents, its human assets and liabilities,
many of which are measurable. He cites unemployment and death
rates which are known for all the different industries, and
sickness, disability and accident rates which are known for
many. Cost of learning, the relative degrees of fatigue and
boredom, sociability as against loneliness, etc. can likewise
(2)
be estimated or assessed. In addition, there are the various 
service conditions such as hours, annual leave, sick pay 
provisions and so on, all of which must be given due weight in 
the computing of net advantages.
The value of some conditions of service is relatively easy 
to measure; to calculate an hourly rate of pay for different 
occupations, by adjusting annual salary for both hours and 
holidays, does not present any difficulty. Superannuation 
benefits, similarly, lend themselves to actuarial quantification.
(1) Marshall, op.cit. p. 73.
(2) Florence, op.cit. p. 104.
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Those of civil servants, for instance^ have been estimated by
the Treasury at 15 per cent of salary; those of police officera -
by the Government Actuary in 1949 - at about 25 per cent of
( 2 )
their remuneration. Other public servants are likewise covered
by pension schemes, though the net benefit to the staff is
mostly smaller than in the Civil Service, which is alone in
(3)
having a non-contributory system. Superannuation rights would 
appear to be by far the most important factor - apart from 
actual pay and promotion prospects - in drawing up a balance 
sheet" for various jobs. They are not, in practice, treated 
with the respect they deserve, though there can be no doubt 
that their net value must be added before a comparison of money 
rates is embarked upon.
Many other features of jobs are, however, much more diffi­
cult to evaluate. Perquisites for senior executives or other 
income in kind, or the differing standards of welfare amenities, 
are in this category. Again, there is the discipline code in 
force for police officers: the counterbalancing reward this
requires in terms of £ s. d. can be no more than an estimate.
(1) For an average new entrant to the salaried grades, subject to 
a number of qualifications. For categories such as Post 
Office manipulative and engineering workers, the figure is 
about 10 per cent: see letter from Treasury dated 29.3.1954, 
Whitley Bulletin (June 1954).
(2) cf. pp. SSS-S ante
(3) The widow’s pension scheme for civil servants is contri­
butory, though not on an actuarial basis.
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There are other complications. As Dr. Stone has pointed
(1)
out in another connection, what is normally regarded as a net
benefit is dependent on social valuations and changes as these
do. He cites the case of miners’ pit-head baths, which a
hundred years ago would have been something quite exceptional;
nowadays such amenities would hardly be regarded as income in
(2)
kind. Dr. Stone suggests that an expenditure by an enterprise 
on behalf of an employee should, in order to be considered as 
part of his remuneration, confer upon him a net benefit, and not 
merely compensate him for a particular disadvantage arising out 
of his employment. This would appear a valuable principle not 
only for the measurement of income in which context Dr. Stone 
considered the matter, but likewise in the present one of 
weighting net advantages. However, its practical application 
may raise difficulties. Is it, for instance, legitimate to 
contrast teachers’ hourly rate of pay with that of doctors, in 
which case they would not be "doing" nearly so badly as on a 
comparison of their annual salaries? Or should teachers’ short
(1) "Measurement of National Income and the Construction of 
Social Accounts" (Report of Sub-Committee on National Income 
Statistics of the League of Nations Committee of Statistical 
Experts), Studies and Reports on Statistical Methods No. 7 , 
Appendix by Richard Stone, p. 57 (Geneva 1947).
(2) A decision to demand £1 a week "inconvenience money" for men 
engaged in collieries not equipped with pit-head baths was 
in fact taken at the annual conference of the S. Wales Area 
of the National Union of Mineworkers in May 1957. Fit-head 
baths i.e. are not a net advantage/income in kind, but an 
expected amenity, the absence of which calls for monetary 
compensation.
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hours be looked upon - like miners’ pit-head baths - as merely 
compensating them for the particular disadvantages of their 
employment, in which case a comparison of the two professions’ 
hourly pay would not be warranted.
In essence, the question posed in the preceding paragraph 
resolves itself into the problem of whether the varying 
characteristics of a job can be deemed to be already reflected 
in its rate of remuneration or, alternatively, must be given a 
separate weighting in the calculation of net advantages. For 
example, can it be assumed that the higher accident rate of 
miners or the monotony of some factory jobs are taken care of by 
the wage attaching to these occupations? Gan a man choosing 
such work be expected to have done so in the full knowledge of
all its "pros and cons", so that he cannot claim additional 
monetary reward? Thus in a 1949 arbitration claim for an 
increase in the pay of foresters, the Civil Service Union argued 
that the isolation of the grade, the lack of social amenities 
etc., were special factors to be taken into account; the 
Forestry Commission maintained that men choosing this life were 
aware of these handicaps but opted for an outdoor life notwith­
standing, so that there was no case for compensating them for 
these disadvantages. Theoretically, at any rate, the problem 
is acute because the magnitude, rather than the constituent 
elements, of wages and salaries form the subject of the 
collective bargain, as also because practice genuinely varies.
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Workmen in the building industry, for instance, receive 2d. an 
hour for "foul and dirty work", but miners merely qualify for 
"wet money"; in their case the factor of foulness and dirt is 
presumably taken care of by the overall level of their 
remuneration.
Apart from net benefits changing with social attitudes, 
they also vary with their scarcity value. The best example is 
security of tenure, which used to be considered an important 
feature of salaried occupations in general and of public 
service posts in particular.' With the advent of full employ­
ment, this net benefit has assumed much lesser proportions, 
although in absolute terms security of tenure in the public 
sector has, of course, not declined. The same is true of 
service conditions such as pension benefits and paid holidays.
Net benefits then are relative to the extent that their 
worth fluctuates under the impact of economic or social 
conditions. Most of those dealt with so far, however, contain 
a "universal* element, in the sense that there is some broad 
consensus as to their nature; even where they, or changes in
them, cannot be quantified, some estimate can be made - plus or 
minus. A different type of difficulty arises in the weigjbting 
of those job characteristics Tfihich are partly a matter of 
personal circumstance and/or individual preference. The net 
value of sick leave arrangements, for instance, depends on
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whether an employee is forced by ill-health to have recourse to
them, while the extent to which railway workers benefit from
British Railways’ travel concessions, varies according to
distance from work and the employee’s "Wanderlust". As
Marshall said, individual character will always assert itself
in evaluating particular advantages, and we may follow his
advice of reckoning each advantage or disadvantage at the
average of the money values it has for the class of people
(1)
coneerned.
In a different category are those net benefits of which 
only a completely subjective evaluation is possible. A.K.
Rice, for instance, wants job analysis to set out the role a 
post will play in a person’s life, the demands and the satis­
factions in the relationships involved, and so on, but this 
would appear to be far too ambitious an aim. A private 
secretaryship may lead to anything from neurotic frustration to 
a happy marriage; alternatively, it may be a neutral influence. 
It is quite impossible to weight such factors, nor, indeed, 
should the attempt be made. This may not be an altogether 
typical illustration, but there are others less dramatic vhich 
whould likewise be ignored.
(1) Marshall, op.cit. p. 557. (Marshall is here primarily 
concerned in estimating the influence of net benefits on 
the supply of labour.)
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The various characteristics of posts can thus be divided 
into those which are inherent in jobs and those which are not; 
those which can be quantified in monetary terms and those which 
cannot; and those on which there is some consensus as to 
whether they are a positive advantage or disadvantage, and those 
regarding which there is no such agreement. These distinctions, 
of course, all cut across each other. Those which are inherent 
in a post must certainly be taken into account insofar, that is, 
as they are not already reflected in remuneration; if they 
cannot be quantified, we must be satisfied with an estimate. 
Those which are not so inherent could, in many cases, be 
equalised over the public sector to a much greater extent; we 
return to this point later. Those which are capable of 
quantification do not present any difficulty, though the 
majority are not in this category. As for those attributes of 
posts the net value of which depends on personal tastes and 
preferences, no harm will be done if they are left out of the 
calculation of net advantages.
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IX.
One of the commonest grounds on which higher wages and 
salaries are demanded is the rise in the cost-of-living, nor 
does this occasion surprise in a period in which the value of 
the currency is almost visibly depreciating. Ceteris paribus, 
once a rate of remuneration has been fixed, it is reasonable 
for a person to expect that its real value be kept intact.
The claim for higher pay for cost-of-living reasons is, for all 
its frequency, not a fundamental element in the composition of 
supply prices. It is a technical one, designed to maintain 
the purchasing power of a standard demanded on va lue-of-work, 
under-manning, need, etc. grounds, its current magnitude having 
been established by the process of comparison. This must be 
qualified insofar as cost-of-living claims aim at securing a 
larger "slice of the cake", at the expense either of other grades 
of labour or of other factors of production.
Under the Tomlin formula, a direct adjustment of Civil 
Service salaries to the cost-of-living was frowned upon, not 
because of its inflationary consequences, but because the Tomlin 
Commission regarded it as undesirable that the conditions of 
employment of civil servants should be related too closely to 
factors of a temporary or passing character. Instead, Civil 
Service remuneration should reflect the long-term trend both in 
outside wage levels and in the economic conditions of the
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(1)
country. In a claim for increased salaries for National Health
Service nursing and midwifery staff, the management side voiced
(2)
similar sentiments. Basically, there would appear to he no 
reason #iy public servants should be either more or less inured 
against cost-of-living fluctuations than other groups of workers, 
and it is of interest that, under the Priestley formula, there 
is no longer an embargo on frequent and immediate adjustments, 
provided these have been granted to the comparable outside grade.
We may now - very briefly - mention some of the cost-of- 
living problems met with in the course of pay negotiations.
One such problem is whether the official index of retail prices 
is a satisfactory tool for maintaining the real value of wages 
and salaries. First, there is the point that the index does 
not measure all the constituents of the standard of living; it 
has, therefore, at times been suggested that only that propor­
tion of remuneration which is spent on "index items" should 
qualify for cost-of-living betterment. Secondly, different 
sections of the population have varying patterns of consumption, 
30 that the weights on which the index is based are not equally 
typical of them. Though as a result of the changes introduced 
in 1956, the present index is more broadly based than formerly - 
it is now weighted in accordance with the expenditure patterns
—  ' I. I I I .— i I ■ I ■■■!■ ' ,1 „ r- ..I. .1., . —  P.I.»—  —  , >
(1) Tomlin Report, op.cit. para. 308.
(2) înciustrial Court Award No. 2660 (HMSO 1955) p. 6.
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of nearly nine-tenths of all households in the United Kingdom - 
this means that it is actually less typical than the interim 
index of the personal budgets of the majority. However, if 
the alternative of a series of indices were resorted to, these 
could still not hope to reflect any but the typical modes of 
consumption of the various sub-groups, while the great advantage 
of having one national index would be lost. It would appear 
that, as in this sphere we must in any case be satisfied with 
the law of averages, and as, further, individuals are free to 
spend their income as they choose, there is much to be said in 
favour of retaining one standard index, at any rate as far as 
the adjustment of rates of remuneration is concerned. For 
purposes of national assistance, there may be a case for having 
a separate index, more closely based on subsistence requirements.
Another problem arises in that the impact of fiscal measureg 
on the index is very unequal: changes in indirect, but not those
in direct, taxation are reflected in it. As a result, it has 
been frequently maintained by the Treasury and other employers 
that, to the extent that the index rises as a result of deli­
berate changes in fiscal policy, there is no justification for
(1)
relieving the particular claimants from a burden so imposed.
(1) cf. e.g. Civil Service Arbitration Tribunal Award No. 133
(HMSO 1950) p. 3.
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Alternatively, it has been stated that it would be illogical
to have regard to one set of fiscal changes - say, the removal
of food subsidies - but not to other and compensatory adjust-
( 1)
ment8 in direct taxation* There is a real difficulty here. 
However, once it becomes accepted that income tax concessions 
are to be taken into account, i.e. are to reckon as equivalent 
to a fall in the cost-of-living index, it follows that an 
increase in taxes can be held to give entitlement to higher 
remuneration. More generally, once the cost-of-living index 
is tampered with in this way, there is no reason why it should 
be adjusted for strictly fiscal measures only. The line may
then be taken that consumers should not be protected against, 
say, higher import prices, if these are required to mop up 
excess purchasing power,.and so on. The short answer would 
seem to be that, provided as accurate an index as present 
techniques allov has been devised, it should then be taken as 
the best available indicator of cost-of-living fluetnations.
For if the use of the index becomes subject to too many 
qualifications, it will cease to have any practical value.
If, on the other hand, economic conditions make this imperative, 
the most honest course would be to admit that a 100 per cent 
maintenance pf real incomes is not practicable.
(1) cf. Civil Service Arbitration Tribunal Award No. 222
(HMSO 1953) para. 16 and Railway Staff National Tribunal
Decision No. 14 (18.10.1952) p. 32.
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This brings us back to our first point - the famous 
ceteris paribus qualification. In practice, of course, things 
are never equal. How precise, therefore, and how frequent 
adjustments to changes in the cost-of-living should be, must be 
decided in the light of general economic conditions, such as the 
inflationary/deflationary situation, the state of the export 
trades, as well as the distribution of the labour force. The 
last two factors may make it desirable that different groups be 
treated differently in such adjustment. However, at this point 
the discussion merges into that much wider complex of problems, 
an examination of which cannot here be attempted.
X.
In bringing this discussion to a close, the writer is aware 
of many gaps. Nor are these confined to the question of 
relating the subject to wider issues of economic and social 
policy; within the narrower limits outlined earlier, many 
matters have only received cursory treatment. Thus the point 
has been made that non-economic considerations have a legitimate 
part to play in the laying down of standards of remuneration, 
but a precise calculus as to their relative importance - actual 
or ideal - has not been attempted, though the view has been taken
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that, as far as wage policy is concerned, economic factors 
should be among the primary determinants. Again, some stress 
has been laid on demand and supply prices being examined for 
their rationality, but no close analysis has been made as to 
what is meant by rational considerations. Indeed, there can 
be no absolute definition of these; they must be interpreted 
afresh by each generation, though the criterion of rationality 
can perhaps be pinpointed as current raison d ’etre rather than 
historical antiquity.
All these matters involve judgment, for there is no such 
thing as absolute value in economics. Standards of remuner­
ation which are established as the result either of job 
evaluation, a discussion of imponderables or demand and supply 
or, as the writer would like to see, by a combination of all 
three working through the latter - are not right in some 
fundamental sense. Nor can they aspire to that degree of 
scientific objectivity which the natural scientist may hope to 
achieve; such detachment is not to be attained in this field. 
But this does not matter, for what is objectionable about 
current pay structures is not the absence of the scientific but 
the presence of the arbitrary.
Though, as previously indicated, this section in no way 
lays claim to being a full examination of the rationale of 
reward - or of salaries for that matter - and though much has
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been left unsaid, the choice of topics has not been a random one. 
Our initial remarks in this chapter have been to provide a 
skeleton framework against which to consider some of the 
problems of wage and salary policy: for where the adequacy of
remuneration is held to be solely a matter for blind market 
forces, subsequent discussion is irrelevant. Again, the 
question of fairness and need have been gone into, because these 
are^imong the most fundamental constituents of supply prices; 
on the side of demand some of the implications of "publicness" 
have been looked at, because this seemed of particular relevance 
to this study. We have not examined, say, the productivity 
criterion of pay determination, because this is largely 
inoperative in the sphere of salaried employment.
»
Turning now specifically to salaries in the public 
services, it may be said that, #iile it is always a temptation 
to dismiss as wholly illogical that which has been reviewed, 
the fact is that the conditions of salaried employment in the 
public sector are far less arbitrary than they were. First, 
remuneration is now regulated by democratic bilateral 
negotiation; second, such negotiation does not merely cover a 
small sector of the salariat, but reaches high up, if not to 
the top of, the pyramid. Third, the salary that is laid down 
is related to the particular post; while, in the working out of 
this equation, perfection has certainly not been attained, some 
effort is made to achieve it. Lest this seem too obvious a
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point to be worth mentioning, one need only refer to Miss E.
Cohen’s valuable study of early Civil Service history. In
those days appointments were frequently obtained by patronage
or purchase; the holders of posts did not necessarily execute
their duties in person; the emoluments of public offices were
derived from a great variety of sources; a salary formed a
part, but often only a very small part, of an officer’s total
receipts, being supplemented - often far exceeded - by fees
collected from doubtful sources by dubious means. Nor was
there any consistency between the scales of remuneration in
(1)
similar offices. Admittedly, this was the position in the late 
eighteenth century, but one need only go back to the beginning 
of the twentieth, to find a total absence of any kind of common 
system of grading or pay even within a single service. In many 
cases, the development of national salary patterns did not 
materialise until after the second world war, while the Civil
Service did not reach its present stage of unification until 
1943.
Yet, as this study may have shown, there is also a debit
side to the account. Attention has been drawn elsewhere to the
(2)
element of "accident" in the national salary structure.
(1) cf. Cohen, op.cit. pp. 26-8.
(2) "The Element of ’Accident’ in the National Salary Structure ", 
Manchester School (May 1956): Reprint attached.
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Another - and perhaps the major - impression which this review 
of salaries in the public services has left on the investigator 
is that of their great complexity and of the multiplicity of 
arrangements which are found, leading to numerous inconsis­
tencies between the different fields. Side by side with this 
richness of texture, there appears to be a lack of differen­
tiation where this is called for.
Before we proceed to substantiate these strictures, we 
must deal with a point of principle. It may be held that 
there is no particular reason why there should be any sort of 
consistency as between the public services; indeed, it was 
stated in the Introduction to this study that membership of the 
public sector does not imply any inherent unity between its 
constituent branches. The following considerations are, 
however, relevant. First, in a society in which all forms of 
direction of labour are ruled out, a considerable responsibility 
rests on wages and salaries to secure the correct distribution 
of the labour force. But the pattern of remuneration cannot do 
its work, i.e. achieve the requisite mobility/distribut ion, if 
submerged in a complicated structure of differing grades, 
conditions of service and net advantages which blur the picture. 
Further, such mobility is particularly desirable within the 
public sector; as Professor Robson put it, "if we desire to 
widen the experience of our officials in order to give them a 
broader outlook, every effort must be made to encourage and
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facilitate transfer". As the same writer also pointed out,
"transfer is possible as a general practice only if the public
(1)
service is unified".
Secondly, many of those covered by separate salary schemes 
find themselves working side by side - such as psychiatric 
social workers and local government administrative staff, or 
the latter and Soulbury inspectors, teachers and public health 
medical officers, and so on - and whether we like it or not, 
they compare every single one of the minutiae of their service 
conditions. Thirdly, even where there is no physical contact, 
comparisons are, as pointed out, well-nigh universal. Finally, 
if a certain amount of "fuss" is being made about the existence 
of anomalies, this is also because, insofar as the different 
services are trying to meet identical contingencies, it is 
reasonable that they should follow a similar course. If the 
cost-of-living is higher in London, then it is higher for all 
those residing in the capital, and some unity of approach in 
handling the matter would seem to be called for.
Anomalies then can be objected to on two main grounds.
The first is because they offend the tidy and pedantic mind.
(1) Robson, ed., The British Civil Servant (Allen & IMwin, 1937) 
pp. 22-3. tS sV  he^ added, M d  not mean that uniform 
conditions must be applied throughout, but it did imply a 
much greater degree of consistency.
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or - where some fundamental principle is involved - our sense of 
justice. In either case it may conceivably be held that, so 
long as the machine works, the "fuss" about inconsistencies is 
a luxury in -which the armchair onlooker may indulge, but which 
those concerned with the day-to-day problems of pay determination 
can ignore. The second objection to anomalies is that they in 
fact cause trouble and resentment, as well as a great waste of 
time, money and energy; even if they do not upset the machine, 
they make it cumbrous and, in part, ineffective. It would 
appear to be a fair criticism of the public service salary 
structure that it is guilty on both counts; those who have an 
innate suspicion of theoretical rationalisers, cannot afford to 
be equally disdainful of those who would merely oil its wheels.
The complexity of salary systems is perhaps illustrated by 
the fact that this study has had to be so long; however, as 
this particular proof may be open to a charge of bias, we may 
recapitulate some of the detailed evidence. Thus reference was 
made in Chapter 14 to the highly complicated 1951 agreement
setting out the salaries of^technical engineering staff in the
electricity supply industry. The method of remunerating
(2)
general practitioners - on a basis almost reminiscent of the 
pre-feudal one of sharing out the total product - is another
(1) See pp. 535-4 ante
(2) See p. 235 and pp. ante
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illustration. So are the elaborate "escalator" provisions in
force for purposes of the Civil Service system of provincial
(1)
d if fer ent iat i on •
Next, there is the complexity of some class and grade
structures. Such elaboration is found, in particular, in the
Civil Service ; our review in Fart I has not conveyed a full
measure of it, as this very profusion has necessitated some
drastic selection in the material included. It is of course
true that v/ith a staff of more than 600,000, the Civil Service
is Entitled" to a more complex structure than, say, local
government, with only about one quarter of this number. Again,
the precise range of activity varies in the two fields, and this
may necessitate a different set-up. For all that, the Civil
Service finds it necessary to perpetuate a multiplicity of
classes even within the clerical and within the various
(2)
professional spheres. It likewise maintains an executive 
hierarchy - which mostly runs parallel with other basic classes
on administrative work - to the undue elaboration of which the
(3)
Priestley Commission drew attention. Again, the Gardiner 
Committee on the %orks group" of professional civil servants
(1) See pp. 77-8 ante
(2) i.e. the departmental and linked departmental variants of 
the Treasury classes.
(3) Report, op.cit. para. 461. However, on the subject of
depart men tal classes, the Commission felt that the process 
of rationalisation had gone a very long way, and that further 
steps in that direction might create an artificial unity.
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concluded that, as regards the higher grades, refinements of
(1)
grading had produced an excessive number of pay levels.
In local government, on the other hand, these fine
distinctions are absent• Here administrative and professional
(2)
groups have a single scheme in the shape of seven A.P.T.
scales; it would be interesting to add up the number of grades
which exist in the Civil Service for staff within this range.
How this equating of administrative and a very variegated lot
of professional workers under a single umbrella in local
government seems to be extremely valuable. In the Civil
Service the problem of ^^parity" between scientists and
administrators at both senior, middle and junior levels is
(3)
acute; in local government it is largely absent, as both are 
covered by the A.P.T# pattern. Problems of grading this or 
that occupation of course occur, but they are minor compared 
with that of ^^parity" in the Civil Service.
The pattern of remuneration in British Railways is also 
very complex, and it is of interest that the Principal Staff 
Officer of the British Transport Commission - in the course of a
(1) Report of the Committee on the Organisation^ Structure and 
Remuneration of the Works Group of Professional ClvTT 
Servants (HMSO Ï951) para. 26.
(2) formerly eleven.
(3) cf. Chapter 1.
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detailed account of transport staff relations in 1951 - found 
it necessary to attack the industry *s'pay structure in the 
strongest of terms, even though his strictures were primarily 
directed against the wages grades. It should be added, 
however, that both the railway wage and salary structure have 
since been simplified to some extent, and this is likewise true 
of certain other fields such as the upper reaches of the police 
and fire services.
The innocent outsider looking at the 62 tables of Part I - 
and provided his faculties have not thereby been exhausted, 
visualising the additional tables required for a hundred per 
cent comprehensive picture - might be tempted to feel that, 
with the bulk of salaried staff receiving a figure of somewhere 
between £150 and £1,000 per annum, a series of ten or so scales 
distributed over this range - on the A.P.T. model - might in 
fact enable the majority of workers in the different public 
services to be adequately fitted into one or other - or a 
combination - of these by means of systems of job evaluation. 
Again, problems of classification would still arise, but they 
would probably be insignificant by comparison with present 
frictions.
(1) P. Gilbert, Transport Staff Relations (Pitman, 1951)
p. 113 and pp. Mr. Gilbert was writing in his personal 
capacity.
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An important point is that the complexity of grade 
patterns is the breeding-ground^for a parallel elaboration in 
such matters as hours, overtime, annual leave, and so on.
In all these - and in many others, such as the class of railway 
travel or the grade of office furniture to which an individual 
is entitled - standards must be laid down for each and every 
single grade.
The multiplicity of individual arrangements inevitably 
leads to inconsistencies between the different public services. 
We have mentioned some of the problems which arise in the sphere 
of pay itself, as when professional grades are appointed at 
salaries below those of less qualified administrators. We 
likewise saw the rather anomalous position as regards area 
differentials: these vary as between the different public
services, but not in accordance with relative degrees of under­
manning - a legitimate cause for such divergence. It may be 
added that, prior to the introduction of equal pay, sex
differentials in the public services were based on the same
(2)
inconsistencies•
(1) Hours and overtime in the Civil Service, for instance, are 
such that, in their evidence to the Priestley Commission, 
the Treasury had to state that it was % o t  practicable to 
set out all the details of the overtime arrangements
See also p. 470 ante (hours of senior Post Office staffs)•
(2) Though this matter has not been analysed in detail, the 
review of the arrangements for sex differentiation in each 
of the chapters of Part I may have brought out the point.
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As regards hours, the variations between comparable groups 
in the different fields - say clerical workers - are not very 
marked, though there is less uniformity in the treatment of 
staff for purposes of overtime. Superannuation benefits, again, 
differ from service to service. There are inconsistencies, 
likewise, in sick leave arrangements and in numerous minor 
matters such as the scale of subsistence allowances.
Again, the method of applying new salary awards to serving
officers - quite apart from at times involving complicated
exercises in arithmetic - differs in the various fields. Thus
civil servants secured - under an arbitration award of 1948 -
the ^'corresponding points assimilation principle"; under this
an officer is promoted to that point on the new scale, which he
would have reached if the latter had been in force throughout
his career. In other fields, such as the universities, this
method is not applied; a university lecturer's minimum may go
(1)
up by £300, but he may only be allowed £200 of such increase.
This may seem a trivial matter but, in fact, it is more important 
than small divergences in actual pay rates.
(1) Similarly, the Industrial Court award for medical officers 
of health at end-1950 provided for "corresponding points" 
assimilation, while the broadly similar salary scheme for 
other local authority chief officers left the method of 
initial application to individual authorities.
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The upshot of the various inter-service inconsistencies
in both pay and service conditions is the problem of vertical
(1)
versus horizontal relativities, referred to elsewhere. For 
apart from their complexity, individual salary structures in 
the public sector have been greatly improved, in that internal 
relativities have been considerably systematised. But as a 
like measure of consistency has not been achieved as between 
the different fields, the problem of reconciling horizontal 
and vertical relativities is often insoluble.
The point we wish to make here is that many of these 
problems need not be there at all; they should exist only 
insofar as they are due to economic causes. Thus where a 
shortage of labour makes it essential to pay a particular 
worker more than that to which he is entitled on intrinsic job 
factor grounds, the disgruntlement this may generate - on the 
part of those who see themselves slipping on the occupational 
and social scale - may be unavoidable. But to the extent that 
trouble is due merely to the profusion of arrangements. Hack of 
co-ordination and so on, it is an unnecessary irritant. It is 
probably true to say that, in the field of public service 
salaries, the problem of relativities need not be as acute as 
it is. There is no such thing as the sudden contraction of an
(1) "The Element of 'Accident ' in the National Salary Structure", 
op.cit. p. 194.
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export market necessitating a fall in civil servants' salaries, 
or an unforeseen drop of profits requiring the lowering of local 
government pay levels. The reconciliation of economics and 
equity should be much easier here than in the field of private 
wage employment •
The accidental element in the national salary structure, 
its complexity, the lack of inter-service consistency, together 
with the relative timidity in introducing differentials to deal 
with, say, economic shortage, are not unrelated, and can 
perhaps all be traced back to a too great attachment to the 
status quo. Thus anomalies are known to exist, are resented 
but - many at least - remain; staffs insist on taking them to 
arbitration, yet equally insist on each union retaining the 
right to create fresh anomalies. But the all-importance of 
the status quo manifests itself not only in the case of unions 
trying to preserve time-honoured differentials ; it is evident, 
for instance, in a tendency to appoint commissions of enquiry 
with restricted terms of reference, preventing a complete 
examination of the subject of their remit. The Royal Commission 
on Equal Pay and the Priestley Commission on the Civil Service 
are examples: the former was limited to a consideration of the
implications of the claim for equal pay, but was not given 
authority to make recommendations. The latter was unable to 
pronounce on matters of grading, despite their close inter-
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relation with the question of salaries.
Again, the Oaksey Committee of 1949 came to the conclusion 
that a disproportionate amount of policemen's remuneration was 
reserved for their retirement, yet decided not to propose a 
change. Further, certain standards which somehow or other 
have become established are treated with a reverence they do 
not necessarily deserve; an example is the notion that in the 
Civil Service the personal merit factor must be ignored.
Finally, the impact of the status quo is clearly seen at work 
in the pull exercised by the "climate", which has somehow or 
other been allowed to settle on a profession by the peculiar 
metereology of salary determination. We have referred to the 
effect of tradition in holding down the remuneration of teachers. 
The same is true of nurses' salaries: despite the serious
staff shortage in this field and the many inquests into their 
conditions of employment, their pay remains at a low level.
The present writer takes the view - apart from her more 
tentative ideas as to the extension of the A.P.T# pattern to 
inter-service dimensions - that matters such as hours, annual 
leave, area differentials, sick leave provisions, supjgîerannua- 
tion arrangements and so on be equalised over the whole public
(1) The salary of a male staff nurse as from 1.12.1954 was
£395-£495 p.a. and that of a women staff nurse £385 - £485
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sector, unless some good reason exists for a divergence.
V/here, say, a particular grade of worker is short in the
metropolis, an additional London weighting may legitimately be
instituted to deal with this ; likewise, where duties are
especially strenuous, hours should be less than in fields where
they are not. Again, it is reasonable that policemen and
prison officers retire earlier than other categories, while no
objection can be taken to the unequal weighting in different
fields of, say, the possession of academic qualifications.
Complete uniformity then is not desirable, but standardisation
might well be introduced vhere there is no raison d'etre for a 
(1)
divergence. This would avoid a blurring of the genuine net 
advantages of occupations, and would enable pay scales to be 
more effective in doing their work.
It may be held that this policy is putting undue strain on
the actual rate of pay, thus exaggerating the importance of the
cash nexus; if people are attracted to a job for reasons other
than its monetary reward, why should a service not exploit such 
possibilities of appealing to prospective candidates? This is 
a valid point, and no objection can be taken to "attractives"
(1) That this is practicable is shown by the fact that such 
standardisation has actually taken place in a number of 
cases: the hours, overtime provisions and sick pay arrange
ment8 introduced by the British Electricity Authority on 
nationalisation e.g. were identical with those in force in 
local government.
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introduced with this end in view. Many of the differences in 
the non-monetary conditions of posts are, however, purely 
fortuitous; the variations found have not been instituted with 
recruitment problems in mind. If they were brought into line, 
much time and trouble would be saved, would-be entrants would 
have a more genuine freedom of choice, while pay scales might 
be more successful in securing a proper distribution of labour.
The point was made earlier that some of the problems of pay 
determination could be solved by a more extensive use of job 
analysis and evaluation, while those wider issues, not amenable 
to its techniques, might be the subject of critical enquiry.
This prescription may seem to conflict with the present one of 
more simplicity. It is certainly true that the application of 
job analysis makes for complexity; it is also admitted that 
comparisons on the basis previously outlined are a formidable 
undertaking. To subject the intrinsic requirements of posts 
to a thorough scrutiny, weight the result by promotion pros­
pects, conditions of service and other net advantages, with 
supplements for merit and - as will be suggested - scarcity, is 
a complicated exercise; such weighting, moreover, may submerge 
the basic rate for the job. The alternative - exclusive 
reliance on market forces - is tantalisingly simple by contrast. 
But such reliance is possible only, if less significance is 
attached to the magnitude of incomes or, at any rate, if there
OL
is^less jealous guarding of the right to a fair reward:
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judging by the evidence, there has been no re-orientation of 
attitudes in these directions. If there were, it might indeed 
prove a two-edged weapon, in that it could have adverse effects 
on personal incentive. So the business - both of evaluation 
and comparison - might as well be properly done. At the same 
time, if what have been called the peripheral aspects of 
remuneration were brought into line - and certainly if the 
A.P.T. pattern of remuneration were extended over a wider 
field - the task would become substantially easier.
There are in any case the obvious pitfalls of an "either-
or" mentality. ViHiile in many respects there could, with great
advantage, be more standardisation, in others we need not be
afraid of differences. . This is where our last stricture of the
British pay structure comes in; the malaise from which it
suffers can perhaps be summed up as a profusion of differentials
based on near-irrelevancies, with an absence of differentials
where such are necessary - say, for skill or personal merit.
A greater weighting of the latter, clearly, would have to be
(1)
by granting additions to deserving individuals, but as these 
would lead to better performance as well as to more contentment 
and job satisfaction, a little more complexity here would be 
wholly laudable. The aim, in brief, might be a pay structure 
as simple as possible, but with supplements, where required, as
(1) Within the grade; they would not therefore upset the basic 
salary pattern.
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a spur to Individual and national efficiency.
Finally, the specific economic problem of scarcity might 
be tackled more boldly. In some cases this could be done by 
non-monetary measures; the teacher shortage could no doubt be 
alleviated by an increased drawing on the services of part-time 
married women; in other instances, the provision of housing 
might ease recruitment problems* More vocational guidance at 
the school-leaving stage may also help. But where such steps 
have been exhausted or, for some reason, are not applicable, 
attention might be given to a specific differential introduced 
on economic grounds.
For to the extent .that rates of pay are fixed by methods of 
job evaluation, these will reflect the demands of economics 
only insofar as the valuation placed on individual factors is 
itself influenced by the question of scarcity. But the 
evaluation of skill, responsibility or specific qualifications 
is not solely a function of the latter; while it responds to 
its impact, the process is a subtle and long-term one. This 
means that job evaluation cannot adequately deal with the 
incidence of under manning. Consideration might therefore be
given - at any rate in cases of chronic staff shortage - to a 
separate and additional monetary weighting of the economic 
factor; if two grades qualify for the same pay on the basis of
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intrinsic job requirements, but if the demand-supply situation 
were different in the two spheres, a specific "scarcity 
supplement" might be instituted for the scarce category on 
the lines of, say, doctors' initial practice allowances.
The form such a scarcity supplement takes is of fundamental 
importance. It should not be merged into the general rate of 
remuneration, but remain a distinct payment. Comparisons 
between two otherwise comparable groups would have to be 
confined to the basic standards ; the supplement would be left 
out of the equation. Though the overall level of pay for the 
two categories would differ, provided the reason for the 
divergence were known and the addition explicitly granted on 
the ground of under manning, no objection could - and less, 
probably, would - be taken to it.
The barebones of a rational pay structure would start with 
a basic minimum rate, below which no wage or salary would fall. 
This would be supplemented by an amount representing the various 
"job" factors such as skill, responsibility, and so on. There 
would be room for merit increases within the grade and, finally, 
where economic requirements make this desirable, there would be 
additional scarcity supplements. Such a pay structure might 
hope to fulfil the four functions of the wage of which Professor 
Bargant Florence speaks, namely of being adequate to conduce to
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health and working capacity, fair in counterbalancing the 
disadvantages of occupations and industries, an incentive to 
efficiency and, finally, that of securing the right distri­
bution of labour. To those who doubt the wisdom of too much 
logic in this field, who feel that an irrational system - here 
as elsewhere - is somehow more human and therefore more 
appropriate to the world of flesh and blood than a more clear- 
cut regime, one might say that this notion may well be one of 
those myths that seem to survive with such vitality* A 
rational pay structure is a simple one, with "extras" only for 
reasons which all are capable of appreciating; it should 
commend itself to those who have to work with it.
(1) cf. Florence, op.cit. p. 107.
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T H E  DISTINCTION B E T W E E N  W A G E S  A N D  SALARIES
W hat precisely do the terms ‘wages’ and ‘salaries’ mean? Does 
the first include the second? If there is a distinction, what is it?; 
what are the criteria for making it? ; and is it worth making? These 
questions are not infrequently asked ; what follows is an attempt to 
contribute to their elucidation in the light particularly of official usage.
A  wage, according to The Shorter Oxford English Dictionary, is a 
‘ payment to a person for service rendered ; now especially the amount 
paid periodically for the labour or service of a workman or servant’. 
A  salary is there defined as a ‘ fixed payment made periodically to a 
person as compensation for regular work ; now usually for non-manual 
or non-mechanical work ’. Both salaries and wages include payment 
in kind as well as in cash, and their recipients must be employees, i.e. 
persons in employment under a contract of service.
‘ Wages ’ appears to be used in two chief senses. It is, first, 
employed in the broad sense of reward for personal effort ; it has 
this connotation in Romans, vi, 23; ‘ The wages of sin is death.’ 
Leaving morals aside, wages in this wide sense refers, broadly speaking, 
to the financial reward of the factor of production Labour,^  and 
includes salaries, emoluments and stipends as well as wages in its more 
restricted second meaning. This latter, as a first approximation that 
we are about to verify, relates only to the rewards of manual labour. 
Economists have tended to use the term in its first ‘ all-embracing ’ 
sense, though, as Professor Dickinson has pointed out, ‘economic 
writings on “ wage” matters bristle with other usages’.^ Going 
back to Adam Smith, most economists have been led to define 
wages as any and all incomes derived from personal services, apart 
from saving and risk-bearing they have not, therefore, found it 
necessary to define the term in contradistinction to salaries, or to 
treat the latter as a separate entity.
11 wish to thank Professors A. K. Cairncross and A. D. Campbell, Mr.
D. J. Robertson and Dr. B. Wootton for much valuable help received in 
connection with this paper. Assistance from the Central Statistical Office is 
also gratefully acknowledged.
2 The fact that wages and salaries may contain an element of non-labour 
income and that, similarly, a proportion of labour income is received by 
persons outside the wage and salary categories, e.g. working proprietors, need 
not be examined in our particular context.
® Z. C. Dickinson, Collective Wage Determination (1941), p. 11.
I^bid., pp. 11-12.
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What light does official usage throw on all this? There is in fact 
no one uniformly-accepted definition clearly differentiating the two 
categories.
Wages Councils Legislation. For the purposes of the Wages Coun­
cils Act of 1945 a ‘ worker ’ is specifically described as ‘ any person 
who has entered into or works under a contract with an employer, 
whether the contract be for manual labour, clerical work or otherwise ’.® 
In other words, the Act is an illustration of wages being used officially 
in its wide ‘ all-embracing ’ sense, and salaries are in practice dealt 
with by quite a number of the Councils. Wages Councils in the retail 
trade, for instance, fix the pay of clerks and cashiers ; the Hairdressing 
Undertaking Wages Council lays down rates for managers and 
manageresses, receptionists and manicurists, while the Wages Boards 
set up under the Catering Wages Act of 1943 again deal inter alia 
with occupations such as canteen supervisors and chefs de cuisine.^ 
It is of course true that the majority of Councils fix minimum rates 
for genuine wage-earners only, but this seems to be in the main because 
the salaried grades in these fields are relatively insignificant. In the 
Wages Councils and analogous legislation then we have definite 
examples of the term ‘ wages ’ being used in the broad first sense 
mentioned in our introductory section, i.e. applied to the workers 
operating a particular service irrespective of whether they are manual 
or non-manual.
The Department of Inland Revenue. The Inland Revenue, before 
the war, distinguished between wages and salaries, because from 1928 
up to the introduction of Pay-As-Y ou-Earn in 1944,they were assessed 
on different bases, wages on current, and salaries on the previous year’s, 
earnings. In classifying employees into wage-earners and salary-earners 
the Inland Revenue was guided by
{a) the nature of the work, i.e. whether manual or non-manual, and
{b) the period by which the worker was paid : if he was remuner­
ated by the week or shorter period, he was a wage-earner ; 
alternatively, he was treated as salaried.
On this latter point, the Revenue had the guidance of the Income Tax 
Act, 1918, Section 237, ‘ Interpretation ’,^ which included the following 
definition : ‘ “ Weekly wage-earner ” means a person who receives 
wages which are calculated by reference to the hour, day, week or any 
period less than a month at whatever intervals the wages may be paid, 
or who receives wages, however calculated, which are paid daily,
® Wages Councils Act, 1945, Ch. 17, Sect. 23.
® See Time Rates of Wages and Hours of Labour, 1st April 1955 (H.M.S.O., 
1955), for full details.
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weekly, or at any less intervals than a month.’ There was no definition 
of salaried workers in the Act ; Schedule D, Cases I and II, Rule 2, 
which dealt with the method of assessing weekly wage-earners, stated 
that ‘this rule . . . does not apply to persons employed as clerks, 
typists, draftsmen, or in any other similar capacity ’, and the salaried 
grades seem to have been defined by the simple process of including 
all those not qualifying as wage-earners. With the introduction of 
Pay-As-You-Earn, the Inland Revenue has no longer any occasion to 
differentiate between wage-earners and salary-earners,^  the difference 
in their respective bases of assessment being now entirely superseded.
The Ministry of Labour. There is no one official definition of wages 
or salaries. The Index of Wage Rates, introduced on a new basis in 
1948, is based on ‘ the recognised weekly rates of wages, as fixed ... 
for manual workers, including shop-assistants, but excluding clerical, 
technical and administrative workers ’.® As is well known, the Ministry 
also conducts half-yearly inquiries into average weekly earnings and 
working hours in the manufacturing and a number of the principal 
non-manufacturing industries in the United Kingdom. For this 
purpose, the information supplied by employers includes all wage- 
earners at work during the week in question, but excludes office staffs, 
shop-assistants and outworkers ; managers, commercial travellers, 
clerks and typists, and salaried persons generally are also excluded.® 
These definitions are not further elaborated, except that Form W.E. 22, 
which is sent out to employers in connection with the inquiry, explains 
in a footnote that ‘ foremen, transport workers, warehousemen, etc.,’ 
should be included in the figures submitted.^ ® The fact that shop- 
assistants are left out of the earnings inquiries, though they are included 
for calculating the Wages Index, is the result of ‘ industrial ’ reasons : 
distribution, together with several other important non-manufacturing 
industries, is excluded from the earnings inquiries. The practice of 
the Ministry in connection with its annual handbook Time Rates oj 
Wages and Hours of Labour is not of any help in our context, as the 
primary aim here is to be useful and not to allow the title to impose 
a purist’s strait-jacket : that the rates of telephonists and telegraphists, 
for instance, are set out alongside those of postmen merely reflects 
Post Office collective bargaining arrangements— all these belong to 
the Post Office manipulative grades— and does not mean that the
7 The definition of ‘ weekly wage-earner ’ quoted above was repealed by 
the Income Tax (Employments) Act, 1943. , .
® Ministry of Labour Gazette, February 1948, p. 41. Certain industries 
are also excluded from the scope of the Index.
® See, for example, Ministry of Labour Gazette, September 1955.
10 See Guides to Official Sources No. 1 : Labour Statistics (H.M.S.U.,
1950), pp. 30-1.
11 Op. cit., (1955), p. 184.
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Ministry considers telephonists and telegraphists to be wage-earners. 
Similarly, the monthly ‘ Principal Changes in Rates of Wages, etc.’, 
published in the Ministry of Labour Gazette, list all important changes 
reported to the Department. If then the latter’s employment of the 
term ‘ wages ’ does not cover precisely the same quantity in all cases, 
this is in the main because the earnings inquiries are more restricted 
than the raw material deemed necessary for the Wages Index, while 
in the case of Time Rates no scientifically precise usage is called for.
The Board of Trade. For the purpose of the Census of Production, 
conducted by the Board of Trade, information is obtained, inter alia, 
on {a) persons employed and {b) the total wages and salaries paid. 
Firms are required to classify their personnel under the two headings of 
(i) ‘ administrative, technical and clerical employees ’ and (ii) ‘ opera­
tives and the totals paid out in salaries and wages correspond to 
these two categories : ‘ administrative, technical and clerical ’ workers 
are deemed to receive salaries and ‘ operatives ’ to receive wages. The 
former are to consist of ‘ directors (other than those paid by fee 
only) . . . managers, superintendents and works foremen ; research, 
experimental, development, technical and design employees (other 
than operatives) ; draughtsmen and tracers ; and travellers and office 
(including works office) employees.’ Operatives comprise ‘ all other 
classes of employees, that is, broadly speaking, all manual workers ’ 
(1948 Census ; ‘ all manual wage-earners ’),^® and were to include 
those employed in or about the factory or works ; inspectors, viewers 
and similar workers ; operatives employed in transport work, stores 
and warehouses (unless employed in a separate selling or transport 
organisation); and cleaners. The main differences between the above 
and the pre-war Censuses of Production are (a) that the latter included 
working proprietors in ‘ administrative, technical and clerical ’ workers 
and {b) that works foremen are now in that category, though formerly 
classed as operatives. (The Ministry of Labour, it will be remembered, 
still asks for all foremen to be included among the statistics of wage- 
earners in its earnings inquiries, and there is therefore a difference of 
practice between the Departments concerned.) The above definition 
of operatives may, incidentally, be compared with that used for the 
purpose of industrial-status coding in the Census of Population, 
1951 : here the term has an entirely different meaning and covers.
Board of Trade, Report on the Census of Production for 1951 : Intro­
ductory Notes (H.M.S.O., 1954), p. iii.
Tn Northern Ireland, directors are not included.Report on the Census of Production for 1951, loc. cit.Ibid., and Final Report on the Census of Production for 1948 : Intro­
ductory Notes (H.M.S.O., 1951), para. 23.
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inter alia, all professional personnel working for a regular salary.^® 
For the Population Census, the term ‘ operatives ’ includes all employ­
ees unless managers, apprentices, part-time workers, etc.
The Central Statistical Office. We may now turn to national 
income statistics. In its explanatory notes to Table 14, ‘ Personal 
Income and Taxation ’, in National Income and Expenditure 1946- 
1951,^’ the Central Statistical Office states that the distinction between 
wage-earners and salary-earners which it has adopted follows lines 
derived from the Census of Production, the earnings inquiries of the 
Ministry of Labour and with certain exceptions the administrative 
practice of the Inland Revenue before the introduction of Pay-As-You- 
Earn. ‘ The category of “ wage-earners ” is based on those of “ opera­
tives ” and “ manual ” workers in the codes referred to. It includes 
factory workers, operative workers in transport such as drivers and 
conductors, storemen, warehousemen, porters, messengers, postmen, 
waiters, cooks and domestic servants.’^® ‘The term “salary-eamer” 
covers administrative, technical and clerical workers in the sense used 
in the Census of Production and non-manual workers in the sense 
used by the Inland Revenue before the introduction of Pay-As-You- 
Earn. Commercial travellers, shop-assistants, policemen and firemen 
are all classed as salary-earners.’^® An estimate for company directors’ 
fees is also included.
The C.S.O. specifically emphasises that the distinction is based on 
occupation and not on the period of payment, one of the criteria 
formerly used by the Inland Revenue. ‘ Size of income ’ is similarly 
rejected as a criterion.^® The National Income White Paper issued 
in April 1951 further stated that all those ‘ attached to an office, such 
as commercial travellers and canvassers ’ are classed as salaried,while 
the 1950 White Paper made clear that working foremen are treated 
as wage-earners and works foremen as salaried.A foreman, for 
instance, will be treated as a salary-earner when he has his own office 
on the floor of the factory, even though this may merely consist of a 
little space partitioned off from the shop floor. Where, however, he
See General Register Office, Classification of Occupations, 1950 (H.M.S.O.,
1951), p. xi.
i^ H.M.S.O., August 1952. This is the latest National Income Blue Book 
dealing comprehensively with the subject. Reference to subsequent changes 
is made below.
18 Ibid., p. 65. , .. ,
18 Ibid. Shop-assistants, policemen and firemen have since been reclassined 
(see pp. 131-2).
20 Cmd. 8203, National Income and Expenditure of the United Kingdom 
1946 to 1950 (H.M.S.O., 1951), p. 60.
21 Ibid. .
22 Cmd. 7933, National Income and Expenditure of the United Kingdom 
1946 to 1949 (H.M.S.O., 1950), p. 53.
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spends all his time moving about among his charges, he is treated 
as a working foreman and wage-earning/® On the other hand, the 
rule that a salary-earner has to be attached to an office is not always 
strictly adhered to: switchboard operators are treated as salaried 
because they are broadly similar to clerical staff, even though frequently 
outside the office. A further principle guiding the C.S.O. is whether 
or not there is a need for special clothing: workers requiring special 
uniform are normally classified as wage-earners.
No doubt there are cases where the C.S.O. is guided by convenience 
or necessity rather than principle ; thus some members of the salaried 
classes appear in the wages lobby and vice versa. Civil servants, for 
instance, are for purposes of internal record-keeping divided into a 
number of staff groups. No. X  comprising, by and large, the messenger 
grades. As messengers are wage-earners, the whole of the earnings of 
Staff Group X  is allocated to wages, despite the fact that the Group 
includes a small number of paper-keepers, who, if graded on their 
merits, should be salary-earners.
An interesting case is that of shop-assistants. In the 1946-1951 
Blue Book— as in the earlier National Income White Papers— they 
were still classed as salary-earners, although the Ministry of Labour 
had included them for the purpose of computing its Wages Index 
ever since 1947. However, the following year’s Blue Book, published 
in August 1953, stated that the distinction between wage-earners and 
salary-earners had been revised, shop-assistants being now treated as 
wage-earners.^  ^ The change was made, it was explained, to restrict 
the category of salary-earners to occupations analogous to those 
covered by the description ‘administrative, technical and clerical’ in 
the Census of Production, the latter now being the C.S.O.’s main guide 
in the matter. This development is of particular interest in the light 
of a legal decision in 1892, when it was held in the Court of Appeal 
that an ordinary shop-assistant was not a person ‘ engaged in manual 
labour’; even though generally a not inconsiderable part of his duties 
involved manual labour, this was held to be incidental to his real and 
substantial employment as a salesman.^ ® It may be added that 
oscillation in the treatment of shop-assistants is not confined to the 
authorities : in the New London Survey, for instance, they were to be 
ranked working-class unless their work was managerial or supervisory ;
28 Similarly, ticket inspectors on buses are treated as wage-earners, but 
those selling tickets in railway station booking-offices are classified as salaried.
2^ National Income and Expenditure 1946-1952 (H.M.S.O., 1953), p. 73. 
The Blue Books issued in 1954 and 1955 do not introduce any innovations 
in this context.
28 See Bound v. Lawrence, 1892, 1 Q.B. 226, C.A., for full details. The 
case had arisen under the Employers and Workmen Act, 1875.
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in the ‘Five Towns’ investigation, on the other hand, there were 
excluded as not working-class ‘ all shop-assistants except butchers, 
fishmongers, grocers, greengrocers and bakers We shall return 
to this point presently.
Another interesting case is that of firemen whom the C.S.O. has 
also recently reclassified as ‘ wage-earning ’. Here designation as 
‘ salaried ’ seems to have been largely traditional, for the employment 
of firemen— except in the total absence of emergencies— is obviously 
manual rather than administrative, technical or clerical. A possible 
explanation may be that the fact of firemen being members of a public 
service gives them a certain dignity, which tipped the balance in favour 
of salaried status. A  somewhat similar, even more controversial, case 
is that of the police, who have also been downgraded by the C.S.O. 
In the course of maintaining law and order police officers certainly 
have what are, prima facie, salaried functions, while ‘ public service ’ 
considerations apply here even more than in the Fire Service. Police­
men are a good illustration of a group who, according to the formal 
rules, should be wage-earners, but who, on prestige grounds, would 
still seem to qualify as members of the salariat.
Ill
We have so far given an outline of the official use of the terms 
‘ wages ’ and ‘ salaries on the whole, the dividing line between 
them is now less arbitrary than formerly. In particular, the C.S.O. 
has of late rationalised the allocation of workers to the two categories, 
this having been facilitated by the One Per Cent. Sample carried out 
in connection with the 1951 Population Census. The Sample provided 
material for a more accurate division of the working population between 
wage-earners and salary-earners. At the same time, the administrative 
practices of the Government departments concerned have increasingly 
fallen into line. We must now turn to a more thoroughgoing discus­
sion of the assumptions implicit in the official use of the two terms.
1. Manual Work
What has emerged from our review— and what also is commonly 
recognised— is that manual work is the most important distinguishing 
characteristic of wage-earners. However, the question of who is, and 
who is not, a manual worker is not always easy to decide and has
2® Cf. Sir Arthur Bowley, Wages and Income in the United Kingdom since 
1860 (1937), pp. 71-2.
27 It has not been possible to deal with the employment of these categories 
by the various bodies engaged in the actual business of pay negotiation ; no 
doubt this would have yielded further interesting material.
T H E  D IS T IN C T IO N  B E T W E E N  W A G E S  A N D  S A L A R IE S  1 3 3
given rise to much litigation under the Workmen’s Compensation 
Acts, the Employers’ Liability Act, 1880, and the pre-war systems 
of national health and unemployment insurance. In all these cases 
the fact of manual labour was crucial in determining whether or not 
an individual was within the scope of particular legislation, and in 
numerous instances the High Court was called upon to resolve the 
issue. In determining whether or not a person was employed by way 
of manual labour, the line adopted by the courts has been that it 
is his substantial employment which is the determining factor, to 
the exclusion of manual labour which is merely incidental or accessory 
thereto. The test was whether work with the hands was the essence 
of the work or whether it was some other power or quality in the 
employment which was the essential matter.^ ® The Ministry of 
Health has elaborated this in instructions issued for the guidance 
of its inspectors which state that if display of taste and imagination, 
or the exercise of any special mental or artistic faculty or the appli­
cation of scientific knowledge— as distinguished from manual dexter­
ity— is the primary quality of the employment, the latter is not deemed 
to be by way of manual labour, although a certain amount of manual 
work may be involved. Similarly, in connection with the law of 
master and servant, the courts have ruled that, where the chief duties 
of a servant are those which require intellectual labour and the duties 
of manual labour are subordinate to these, the servant is not a 
‘ workman ’.®®
As for actual court decisions, some of these are of great interest. 
Thus it has been held that acrobats and professional footballers are 
employed not by way of manual labour but as ‘ public performers ’, 
‘ engaged as exponents for exhibition purposes and to amuse and 
entertain other people at playing a game Other court rulings 
are perhaps somewhat controversial; a Ministry of Health decision 
that a chief dental mechanic was employed by way of manual labour 
was upheld by the High Court a stage manager, who also acted 
as one of the stage hands and in that capacity had to move the 
theatre scenery and furniture, was similarly held to be a ‘ workman 
Again, for the purpose of the Truck Acts (which apply to various 
specific categories plus those engaged in any kind of manual labour)
28 Cf. Halsbury’s Laws of England (2nd ed., 1931-42), Vol. XXXIV, p. 488 
and pp. 618-9.
28 Which acted for the Ministry of Labour in connection with questions 
of unemployment insurability.Halsbury's Laws (2nd ed.), Vol. XXII, p. 209.
®^ Cf. Report of the Unemployment Insurance Statutory Committee on Remuneration Limit for Insurance of Non-Manual Workers (H.M.S.O., 1936), 
para. 16.
®2 Ibid., Appendix B, p. 34.Halsbury's Laws (2nd ed.). Vol. XXII, p. 209.
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tramcar drivers, goods guards and grocers’ assistants have, among 
others, been held to be outside the definition of ‘ workman These 
legal decisions do not quite tally either with current notions or official 
practice, and this suggests that various subtle influences may be at 
work which colour our views as to the ‘ manualness ’ of an occupation.
The Unemployment Insurance Statutory Committee, which 
reported in 1936 on the remuneration limit for insurance of non- 
manual workers, concluded that the distinction between those 
employed by way of manual labour and those not so employed was 
in many cases so fine as to be unreal. While this conclusion is fully 
justified in individual cases, this does not mean that the distinction 
as such is unreal and superseded. The difficulty of distinguishing 
manual from non-manual arises primarily in the grading of border­
line cases. Such cases arise, broadly speaking, in two ways. First, 
the nature of the work may be such that either a salary or a wage 
classification could be justified. The National Joint Council for Local 
Authorities’ Administrative, Professional, Technical and Clerical 
Services, for instance, found it necessary to institute a special ‘ Scheme 
of Conditions of Service for the Miscellaneous Classes of Officers’,^® 
difficulties having arisen ‘ in connection with employees whose work 
was neither wholly manual nor yet wholly clerical ’. The second 
area of overlap is due to vertical considerations ; it occurs in any 
hierarchical structure at the point where the line is drawn between 
rank-and-file and supervisors. Though the making of this distinction 
may be simple it may also be quite arbitrary, and even when we 
have decided where to draw the line there is the further comphcation 
that a number of occupations contain wage and salary elements, as 
it were, side by side. As the Unemployment Insurance Statutory 
Committee put it : ‘ One difficulty is that, in many occupations, the 
duty of supervising others, which is not manual labour, is combined 
in varying degrees with the duty of sharing in manual labour 
oneself’.®^ The foreman, one might say, so long as he only talks 
to, preaches at, or swears at his men ought, logically, to be classed 
as salaried ; to the extent that he rolls up his shirt-sleeves and gives 
them a hand, he is acting as a wage-earner. In deciding how to 
classify him, the time spent on manual labour is important but not 
conclusive.®®
84 Ibid. (2nd ed.), Vol. XIV, p. 651.
88 Op. cit., para. 13.
86 'pfiig was in 1950. Previously there was a Miscellaneous Division—part 
of the general Local Government (Administrative, Professional, etc.) S c h e m e  
of Conditions of Service— but this did not afford sufficient scope for the 
satisfactory grading of miscellaneous employees.
87 Op. cit., para. 14.
88 Ibid., Appendix B, ‘ Instructions ’.
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2. Place of Work
It is of course true that the nature of both manual and non-manual 
work has undergone a significant change. In innumerable occupa­
tions nearly everything in the way of hard physical labour is now 
performed by machines, and it has actually been laid down in a 
High Court judgment that manual ‘ labour ’ and manual ‘ work ’ now 
mean the same thing : for work to be manual it is no longer necessary 
for it to be laborious.®® At the same time, with the introduction of 
typewriters and other office machinery, much salaried work has been 
mechanised ; the fact that we continue to differentiate between 
wages and salaries seems to indicate that working a machine is not 
as such basic to the distinction. Is it perhaps that the salaried 
machine-operator is performing a more high-grade task than the 
wage-earning machine-operator, and using more brains in the exercise 
of his work? The answer appears to be that it is not the fact of 
working a machine but the locale of the machine that matters. The 
place of work is one of the important criteria which we apply in 
distinguishing between manual and non-manual work, and if a typist 
is salaried while a linotype operator is wage-earning, it is in the main 
because the former works in an office and the latter in a printing shop 
or factory. This brings us to the next point, the place of education, 
training and skill.
3. Skill
To what extent are education and training on the one hand, and 
the factor of skill on the other, bound up with the question of grading? 
This is a complex point. As regards the former, the education and 
training demanded of wage-earners may not be less, and may often 
be more, than that required of salary-earners. Similarly, the whole 
of the skilled industrial labour force is, by common consensus of 
opinion as well as official usage, treated as wage-earning, while the 
modern army of clerical workers— many of whom are on the merest 
routine work— are salaried. We have, moreover, a specific official 
ruling that ‘where the employment is essentially for the exercise of 
craftsmanship, however skilled, it is manual labour On the other 
hand there is the musician, in whose case most would agree that 
he is not a manual worker, on the- ground that his skill is the 
distinguishing feature of his work ; the fact of his having to use 
his hands in the deployment of that skill is incidental. Why, it may be 
asked, is the possession of skill decisive in conferring non-manual, i.e. 
salaried, status on the musician, while it is not so decisive in the case
®® Ibid., para. 15.
‘8 Ibid., Appendix B.
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of the highly-skilled workman for whom a claim could also be made 
out that his expertise is the distinguishing feature of his work ? 
Here we reach a fundamental point. It appears that ‘ manualness ’ 
depends to a considerable extent on whether your job involves dirtying 
your hands. However skilled your work, if it means a pair of rough, 
greasy hands you are a manual worker and a wage-earner ; where 
it does not, the skilled worker bridges the delicate gap that separates 
him from the technician, and in the National Income Blue Book 
moves from the wage bill to the salary bill. The ‘ dirty hands ’ 
criterion, moreover, is more fundamental than the ‘ place of work ’ 
criterion ; the latter is, basically, a derivative of the former.
The above explanation appears to be confirmed by the phrase 
‘ black-coated worker ’, applied exclusively to the salaried, in contra­
distinction to the ‘ dirty-collar ’ jobs of the wage-earners. One might 
add that the planners of the Five Towns’ survey hit on something 
when they decided to differentiate between butchers, fishmongers and 
grocers, etc., (wage-earners) and other kinds of shop-assistants. This 
seems entirely in accordance with the prestige enjoyed by different 
types of shop-assistants in the common estimation, and if one asked 
the man-in-the-street one would find that a butcher’s assistant would 
be considered on a par with other wage-earners, while the well- 
groomed saleslady in the big department store would almost certainly 
rank as salaried.
4. Level of Income
The next question is whether the level of income is in any way an 
essential ingredient of the distinction, the average wage being of 
course lower than the average salary.^  ^ At the same time, there is 
a wide field of overlap ; a substantial number of wage-earners— 
unskilled as well as skilled— earn far more than large sections of 
salaried employees, such as typists and other clerical personnel. And 
the fact that an adult male coal-miner now has an average weekly 
income of 279s. 4d.^^^ has perhaps earned him the reputation of 
forming the aristocracy of labour but has not made him salaried. 
Nevertheless, a number of writers still have a weak spot for the 
size-of-compensation criterion. Kuznets mentions it as one of the 
six criteria on the basis of which wages and salaries might be
41 Mr. D. Seers of the Oxford University Institute of Statistics has calculated 
the average wage for 1949 as £276 per annum and the average salary as £450 
(pre-tax in both cases). See The Levelling of Incomes since 1938 (1951), Table 
IV, p. 51.
42 Average weekly earnings of adult male coal-miners in the week ending 
30th April 1955 including allowances in kind. Ministry of Labour Gazette, 
September 1955, p. 308.
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distinguished/^  Professor Dickinson advises us that in order to 
avoid ambiguity ‘ when we use this word {i.e. “ wages . literally, 
and without qualification, we should use it as in business, statistical, 
and legal parlance— meaning the lower and most numerous payments 
by employers to hired workers, most of whom do manual work’; 
and again, ‘ we shall also use “ salaries ” in the practical sense of 
the higher rates of payment to higher workers Marschak, in the 
Encyclopaedia of the Social Sciences also appears to equate 
‘ manual ’ and ‘ poor ’, and seems to be of the opinion that the theory 
of wages should be confined to the relatively low-paid employees, 
whether or not they are manual workers. Again, some obiter dicta 
of the 1936 Unemployment Insurance Committee"^ ® suggest that they 
considered the size of income as an important distinguishing character­
istic of wages and salaries. One may add here that there is of 
course a difference between the criteria on the basis of which two 
categories can be distinguished and the characteristics of these cate­
gories. There is no doubt that the man-in-the-street, thinking of a 
salaried person, instinctively has in mind someone more highly paid 
than a wage-earner, and, as far as the averages go, he is right ; the 
typical wage-earner does, owing to the much wider spread of salaries, 
earn less than the average salary-earner, but as a criterion for differen­
tiating the two categories the size-of-compensation standard must be 
rejected.
5. Periodicity of Payment
Is the period by which an employee is paid basic— as the Inland 
Revenue used to assume— to the classification of wages and salaries? 
Its chief importance would seem to be as a rough indicator of the 
security of tenure to which a worker is entitled ; as a body, salaried 
workers enjoy a much greater degree of such security than wage- 
earners. The degree of security does not, however, precisely coincide 
with the interval at which remuneration is actually handed over ; 
many salaried workers are engaged on the basis of an annual salary 
but are paid each week as a matter of convenience. They are then 
still entitled to more than a week’s notice, while if they are paid 
by monthly or quarterly instalment the minimum period of notice 
is at least of corresponding length. Nevertheless the actual interval 
at which remuneration is received is some index of status— probably 
for the very reason that security of tenure is a valued prize and there-
S. Kuznets, National Income and Its Composition 1919-1938, Vol. I (1941), 
p. 86.
Op. cit., p. 10.
"®Vol. XV (1935),‘Wages’.Op. cit., para. 6.
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fore confers prestige. Thus to be on monthly pay would appear to 
be one of the distinguishing marks of the salaried worker who has 
also a profession many of the latter would consider it undignified 
to be handed a small bundle each Friday afternoon, preferring the 
more discreet, if less convenient, monthly cheque. But as a criterion 
for distinguishing wage-earners and salary-earners the periodicity-of- 
payment test is unsuitable: as pointed out, the majority of clerical 
workers are paid weekly but remain ‘ salaried ’.
The precise extent to which salary-earners enjoy a high degree 
of security varies, of course, with economic circumstances. Thus 
in the 1930s insecurity spread into sections of the population who had 
hitherto felt themselves immune from unemployment. Many organi­
sations giving evidence to the 1936 Unemployment Insurance Com­
mittee pointed out that insecurity of employment had tended to 
increase amongst non-manual workers as a result of depression and 
economic developments such as mergers and other forms of rationali­
sation."^® Conversely, in present conditions of full employment the 
manual worker also has a considerable amount of job security which 
has now, however, a somewhat depreciated value.
6. Prime and Overhead Labour Costs
It has been suggested that the division into wages and salaries 
can be made on the basis of, and is useful for, purposes of analysis 
of the fixed and variable elements in labour costs ; Kuznets, indeed, 
is of the opinion that this and the ‘ manual ’ criterion have most 
weight in the distinction of wages and salaries.^® As Chapman has 
pointed out, in the commodity-producing industries such as manu­
facturing and mining where the productive process involves mainly 
manual work, the fixed and variable elements of labour costs might 
be fairly well represented by salaries and wages ; but even if a sub­
division for cost-analysis purposes might be useful in these instances, 
this is far more doubtful in the case of the distributive and service 
industries where the majority of salaried workers are themselves 
directly related to output.®® However, as these latter industries consti­
tute an important sector of the economy, it would appear that the 
division into wages and salaries is a rather crude tool, as far as the
Cf. Cmd. 7674, Report on Police Conditions of Service (Oaksey Report) 
(H.M.S.O., 1949), para. 39: ‘It would be more in keeping with the status oi 
the police as a profession, and with sums of these dimensions (i.e. their recom­
mendations) for constables and sergeants to be paid an annual salary rather 
than a weekly wage.’
Op. cit. Appendix A.Op. cit., p. 87.
Cf. A. Chapman, Wages and Salaries in the United Kingdom 1920-19jo 
(1953), p. 14.
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national picture is concerned, for estimating fixed and variable labour 
costs. There is also the converse case of ‘ non-productive ’ wage- 
earners such as cleaners and repair workers. It follows then that 
prime and overhead labour costs are not coterminous with wages 
and salaries.
7. Method of Payment
The question of the directness of participation in the production 
process leads us to another important point, that of the directness 
of the relation of reward to effort. One-third of all wage-earners 
are paid ‘by the pieceand many others receive output bonuses 
of various kinds : in these cases there is a more or less direct connec­
tion between effort and remuneration. A  salary-eamer paid by the 
piece is a comparatively rare phenomenon to be found mainly among 
salesmen, whose remuneration frequently includes a commission 
element. Apart from these, payment by results on a regular basis is 
unknown in the world of salaries — though teachers were paid by 
that method during much of the latter part of the nineteenth century. 
Again, wage-earners are normally compensated for every hour of 
overtime and, similarly, have pay deducted if they are away from 
the factory for a few hours ; such an hourly reckoning is much less 
common for salaried personnel. The precise significance of all this 
depends, inter alia, on the effect of different methods of payment on 
incentive, which in turn varies with the power of the purse in the 
individual worker’s scheme of things— an interesting subject but one 
that would lead too far afield.
A second aspect of the difference in the method of payment as 
between the two categories is the far closer correspondence of rates 
and earnings for salary-earners than for wage-earners. Many of the 
latter regularly qualify for output bonuses, overtime pay or piece 
rates and, in addition, a considerable proportion are likely to receive 
basic rates in excess of the minima fixed by collective agreements 
or Wage Regulation Orders. Wage-earnings may, in fact, diverge 
substantially from wage-rates, as is demonstrated by the gap between 
the Wages and Earnings Indices of the Ministry of Labour,®® as 
well as by a number of more specific earnings inquiries.®* Such
®^ Cf. Ministry of Labour Gazette, April 1954, p. 113.
Salaried workers may of course get periodical bonuses in recognition of 
good work ; these, however, could not be termed ‘ payment by results ’ as that 
phrase is normally understood.
®® In April 1955 the average level of wage-earnings was 76 per cent, higher 
than in April 1947. For the same industries the average level of wage-rates 
was then estimated to be only 52 per cent, above that of April 1947. Ministry of Labour Gazette. September 1955, p. 307.
E.g., those published in the Bulletins of the Oxford University Institute of Statistics.
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discrepancies between salary-earnings and salary-scales (the equiva­
lent of wage-rates) are far less common, though the exact degree of 
coincidence varies in different fields/® A rather important corollary 
of this is that salaries suffer far less from what has become a common 
affliction of wage structures; the blurring or even inversion, as 
far as actual earnings are concerned, of differentials provided for in 
the rate structure. In the case of salaries such internal differentials 
as are planned generally exist de facto as well as de jure, though here 
again there are exceptions.
A  third difference under this head is that wage-earners are com­
monly paid on a flat rate while the salaried worker is frequently, 
particularly in the public services, on an incremental scale. Thus 
while the typical wages-structure consists of a certain number of grades 
ranging, say, from unskilled labourer to chargehand and foreman, 
to each of which there is a corresponding flat rate, a typical salary- 
structure contains a hierarchy of grades, each of which provides for 
(normally) annual and automatic increases on a predetermined pattern. 
For most salaried staff therefore, but not for their manual brethren, 
there is some advancement even where there is no formal promotion.
8. Conditions of Service
An important difference between wage-earners and salary-earners 
is to be found in their general conditions of service ; in brief, these are 
much more favourable for salaried workers than for wage-earners, and 
for once we do not have to qualify with the usual customary caution. 
Thus, salaried personnel almost invariably work shorter hours and 
have more generous holidays. Again, far more salaried staffs are 
covered by pension schemes and sick-leave provisions. While it is 
true that these and similar differences have of recent years been 
narrowed by the shortening of wage-earners’ hours, the extension of 
holidays with pay and new pension schemes, material differences 
remain.
Many of the above points of difference between wage-earners and 
salary-earners breed further distinctions between the two categories : 
a cumulative process is at work. For instance, the fact that the income 
of a salaried person is less variable and fixed by a longer period than 
that of a wage-earner enables the salary-earner to develop a different
55 Non-industrial civil servants, for example, with salaries of up to £1,200 
per annum have received a regular pay addition throughout the post-war Period, 
because a 45i-hour standard working week was in operation while the 
salary-scales were based on a 42-hour or a 44-hour week. In this section oi 
the Civil Service, therefore, earnings have been consistently above the scale 
salary.
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pattern of expenditure ®®— to become, say, an owner-occupier of his 
house instead of a tenant. Such a different expenditure pattern in turn 
produces a further divergence of habits and tastes: differing modes 
of consumption contribute, not unnaturally, to different modes of life.
In discussing the various bases on which wages and salaries might 
be distinguished, Kuznets makes clear that none seems adequate by 
itself,®^ and this is a point worth emphasising. For example, though 
the degree of skill or the level of income are not alone sufficient to 
make a distinction between wages and salaries, this does not preclude 
their helping to decide the allocation of borderline cases. Further, 
our view as to what is and what is not manual work may well—  
imperceptibly and subconsciously— be influenced at times by some 
of these factors. Thus, the fact that a police constable’s basic pay now 
rises to £575 per annum ®® may lend an air of professionally to the 
other characteristics of his job, so that we tend to watch him doing 
his monotonous beat through ‘ salaried ’ spectacles.®®
IV
The gist of much of our preceding discussion has been that as 
between wage-earners and salary-earners there is a difference in the 
type of labour-service offered for sale. Basically, this is the distinction 
between manual and non-manual work with all that it involves—  
working in a factory rather than an office, working in conjunction with 
a relatively large amount of plant and machinery, and so on. Further, 
in considering such matters as the periodicity of payment or the relation 
of pay to effort, we have touched on another basic difference— the 
kind of pay bargain that is being concluded. Some broader aspects 
of this second difference remain to be investigated.
First, and this is hardly news, there is a difference in the method 
of concluding the pay bargain: in the case of wages the collective 
bargain is the rule, while in the field of salaries this is true only in so 
far as the public sector is concerned. Here the growth of joint negotia­
tion in recent years has been impressive, both as regards the types of 
employment covered and the grade of salaried worker prepared to 
submit to unionisation. In the private sector of the salary world, on
5® For a brief discussion of the influence of the method of payment on 
patterns of expenditure, see D. J. Robertson, ‘The Present Complexity of Wage 
Payments and its Effects Scottish Journal of Political Economy, February 
1955.
®^ Op. cit., p. 86.^^Cash salary, as from 16th December 1955, excluding (substantial) rent, 
etc., allowances.
Despite the fact that the C.S.O. now allocates him to the wage-earning 
sector.
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the other hand, trade unionism, and hence collective bargaining beyond 
the scope of the individual concern, is mostly still the exception. One 
result of this is that information about salaries is far less adequate 
than that about wages.
While in the case of wages it is usually possible to pinpoint ‘ the 
rate for the job ’, there is as a rule no such thing in the sphere of 
private salaried employment. This is not only because there is no 
union which has laid down ‘ the rate it is also because very often 
‘ the job ’ does not exist. Even in the less exalted sectors of the salary 
world many a job is sui generis, and the higher we travel up the 
occupational ladder, the more prevalent is this factor of uniqueness. 
The fact that salaried employments include all the higher ranges of 
that ladder means then that standardisation is more difficult: though 
the processes on which two unskilled labourers are engaged may 
differ and though there are degrees of lack of skill, comparison is much 
more straightforward in their case than in that of, say, two managing 
directors, where the designation ‘managing director’ acquires its 
meaning almost solely from the object of management or direction.
Bargaining techniques for wages and salaries will often diverge 
considerably. The difficulty of laying down a ‘ rate for the job ’ in 
the salary world has sometimes been overcome. For instance, in the 
local government service, there has been devised a system of salary 
grades rather than rates related to specific posts. There is then con­
siderable flexibility in allocating individual jobs within the scheme, 
and this gives both employers and employees room for discreet 
manoeuvre, i.e. to upgrade or downgrade posts and persons on the 
quiet, which is often a great deal easier than a frontal attack on the 
scales as such.®® This means, incidentally, that comparisons of move­
ments in wage-rates and salary-rates can be rather misleading.
To the extent that the salary bargain is individual rather than 
collective, it should be possible for it to be more finely adjusted to 
the economic circumstances of the firm concerned than in the case of 
wages where the ability-to-pay criterion can, at best, be applied to the 
particular industry as a whole when an agreement is being concluded. 
As regards wages, whatever rate is fixed cannot, except through adjust­
ments— in practice extras— at factory level, bear any direct relation 
to the individual firm’s profit-and-loss account ; in the case of salaries 
it could— though whether employers take advantage of this is another 
matter. For quite apart from the sui generis factor, there is another
Commenting on a new salary award in the spring of 1948, ‘ Critic writing 
in Local Government Service (the journal of N.A.L.G.O.) March 1948, p. 43, 
says that instead of a spectacular offensive to get something for all at one go, 
the union should try to secure piecemeal improvements, above all m tne 
grading of posts.
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disability affecting the determination of salaries. Difficult enough 
though it is to determine a wage on the basis of its marginal net 
product, it is even more complicated in the case of salaries ; they 
cannot usually be directly related to output and, being mostly overhead 
rather than prime costs, can be costed only if they are averaged over 
the firm’s output as a whole. However, average salary cost per unit 
of output need have little relation to the net product of the particular 
salaried worker, and the fact that the salary bargain is mostly concluded 
for a longer period than the wage bargain also makes the former’s 
adjustment to the individual firm’s economic fortunes less instantaneous 
than might otherwise be expected.
Both the difficulty of costing salaries on the basis of marginal net 
product and the obstacles in the way of standardisation have meant 
that monetary evaluation is more complex than on the wages front. 
This, in turn, has provided more scope for non-economic and non- 
rational factors to move into the vacuum, so that the traditional element 
in the salary-structure is stronger than in the case of wages. Salaries, 
particularly in the field of public employment, have provided far more 
scope for strongly entrenched notions as to the particular value of 
certain occupations and their place in the scheme of things ; as a 
result market forces act less directly and less fully on salaries. The 
very concept includes an element of gentility, and it takes rather 
harsh economic winds to penetrate the conventional framework 
surrounding many a salary. Thus, as Marley and Campion have 
shown,® ^ rates of salaries did not fall so much as rates of wages in 
the depression of 1929-33 and were slower to recover between 1934 
and 1939, while during and since the war salaries have risen much 
more slowly than wages. The reason for the slower rise of salaries 
is of course only partly due to this factor : one cause of salaries lagging 
behind wages is that a certain spreading of egalitarian tendencies has 
meant some genuine reassessment of the relative worth to the com­
munity of different kinds of labour ; another is that, as a result of the 
excess of demand over supply, the manual worker now commands a 
relatively higher price in the labour market.
In reviewing the various facets of the subject a word must be added 
about the sociological aspect ; inconvenient though this may be, the 
distinction between wages and salaries^ is essentially one that is both 
economically and socially determined. A satisfactory examination of 
the subject cannot therefore ignore either, even though this is not the 
place to launch into a fully-fledged sociological analysis. One important 
difference in this sphere is in the realm of status, although wage-earners
®^ ‘Changes in Salaries in Great Britain 1924-1939’, Journal of the Royal 
Statistical Society, 1940, Pt. IV.
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and salary-earners are far from being, in themselves, homogeneous 
categories. Nor does the difference resolve itself exclusively into one 
of size of income. Factors such as superior conditions of service and 
greater security of tenure confer prestige in their own right ; those 
who hold that the wheels of our civilisation are oiled exclusively by 
hard cash must admit that in this particular sphere other factors also 
count. The mere fact then of receiving a salary confers a certain 
status on the individual concerned quite apart from the size of that 
salary ; putting it crudely, the amount of prestige accruing to a member 
of the salariat for each pound sterling of income is much higher 
than in the case of his manual brother. It is thus no accident that 
studies of the social prestige of occupations demonstrate that salaried 
workers invariably occupy the upper, and manual workers the lower, 
end of the prestige scale.®® It is not claimed that questions of prestige 
are necessarily most usefully discussed in terms of the distinction 
between wages and salaries, merely that whether you are a wage-earner 
or a salary-earner is relevant in a discussion of social distinctions. That 
these latter are in part based on snobbishness is true, but this does 
not make them any less real ; other pillars of our social life have 
similar origins.
Looking at the matter from the economic angle, it has already 
been pointed out that economists have not considered it necessary to 
distinguish between wages and salaries in the course of their treatises 
.on wage theory.®® There is no such thing as a theory of salaries, and 
within the wider theory of wages they do not even enjoy the status 
of a sub-species. Though this may reflect the confusion as to the 
precise content of the two terms, the implication seems to be that 
economists do not regard the distinction as of any great significance 
for general analysis.®* In other ways also differentiation has become 
less important : as we saw, neither the current system of national insur­
ance nor the Inland Revenue now requires to separate wage-earners 
from salary-earners. The fact that the C.S.O. still divides the national 
income into, inter alia, wages and salaries cannot be taken as proof 
that it regards such action as of vital importance ; it may well continue 
to do so ®® on account of the social and political interest in separate 
estimates. Yet, from the point of view of social accounting, the
62 See, for example, Hall and Jones, ‘ Social Grading of Occupations . 
British Journal of Sociology, March 1950, and A. F. Davies, ‘Prestige or 
Occupations’, ibid., 1952, p. 134.
63 J, R. Hicks, for instance, in his Theory of Wages does not once mention 
the subject.
64 Cf. Dickinson, op. cit., p. 12.
65 Apart from the simple practical reason that the Board of Trade (Census 
of Production) and the Ministry of Labour, the two chief collectors of the raw 
material on earnings, collate them on this basis.
THE DISTINCTION BETWEEN WAGES AND SALARIES 145
greatest possible breakdown of the flows of income and expenditure 
is desirable, and if there has been any substance in our preceding 
discussion, it would seem to follow that the distinction between wages 
and salaries might usefully continue to be reflected in the national 
accounts.
The present writer would conclude that when all the concessions 
have been made and all the qualifications allowed for, the distinction 
between the two categories is not as yet obsolete.®® It is, of course, 
capable of being over-emphasised ; from the strictly logical point of 
view— and if we were starting anew— there might be other bases on 
which labour incomes could be more usefully broken down. Nor is 
it claimed that there is a need for a completely separate theory of 
salaries : many of the factors that determine wages obviously bear on 
salaries too. But other forces, as we have tried to show, do affect the 
two categories differently ; despite illogicalities of classification that 
have survived and borderline cases inherent in any system of classi­
fication, salaries are still a recognised and recognisable entity. A 
theory of wages, in the sense of a comprehensive theory of remunera­
tion, which aims at being realistic, should not ignore the distinction.
H ilda R. K ahn
Glasgow
®® Cf. Dickinson, op. cit. Professor Dickinson thinks that for realistic and 
thoroughgoing treatment the wage-and-salary and allied distinctions are 
significant.
R E P R I N T
“T H E  M A N C H E S T E R  S C H O O L ”  1
T h e  E l e m e n t  o f  ‘A c c i d e n t ’ i n  t h e  
N a t i o n a l  S a l a r y ’ S t r u c t u r e '
T h e  purpose of the present paper is a limited one. It is 
not to examine all the factors that determine our present 
standards a n d  levels of remuneration. It is, rather, to consider 
one particular set of factors— if it can be called such— namely 
the element of ‘accident’ in the national salary structure.
B y  element of ‘accident’ I m e a n  primarily the unintended ; 
I do not necessarily m e a n  the irrational. It is probably correct 
to say that the rate of remuneration accruing to any particular 
individual is the result of the interplay of numerous forces—  
in part economic a n d  in part non-economic, in part rational 
a n d  in part irrational. B u t  I a m  not here concerned with the 
m u c h  wider issue of the rationale of reward, a complete examina­
tion of which is clearly b e yond the scope of a brief article. T h e  
‘target’ of the present attack is that additional something— the 
unintended repercussion of s o m e  long-past occurrence, the 
incidental by-products of historical events which (the b y ­
products) no-one consciously wanted but which none the less 
have ‘h a p p e n e d ’ a n d  willy-nilly have exercised an important 
effect on the national salary structure.
A s  a rough working basis— though no m o r e  than that—  
that will help us to isolate this element of ‘accident,’ w e  m a y  
assume for the purposes of this paper that it is reasonable to 
pa y  a person a rate of remuneration which is based on economic 
realities, modified in practice b y  the various social a n d  ethical 
considerations which society currently holds to be relevant. 
This requires that such a remuneration should be determined 
in accordance with the conditions of d e m a n d  a n d  supply 
prevaihng in the (particular) labour market ; it also requires
^This article, as indicated, deals primarily with salaries. However, 
where a problem is common to both wages and salaries and could 
be more clearly illustrated from the former, I have not felt prevented, 
in one or two instances, from illustrating from the wages rather than 
the salaries ‘front.’
®I should like to express appreciation to members of the Department 
of Social and Economic Research, University of Glasgow, for much 
valuable help in connection with this paper.
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{inter alia) that it be ‘fair/ bearing in m i n d  the nature of the 
post in the w a y  of skill, responsibility and other quahhcations 
required, due weight being given also to the ‘net advantages’ of 
the occupation. It follows that any two jobs, m a king the same 
d e m a n d s  in terms of skill, etc., and which are equally agreeable 
or disagreeable, should attract the s a m e  remuneration, unless 
there is s o m e  good reason for a divergence on ‘demand-supply’ 
grounds.^ It is that part of salary structure which cannot be 
considered as derived from either market factors on the one 
hand, or, say, current notions of ‘fairness’ on the other, which 
w e  shall include under the term ‘accident,’ and which forms the 
subject matter of this paper. W i t h  the ‘legitimacy’ of these 
notions themselves w e  are not here concerned.
Let us n o w  take a look at the reahties of the labour market 
in so far as salaried workers are concerned. T h e  first type of 
‘accident’ to which w e  m a y  d r a w  attention are w hat might 
perhaps be termed ‘constitutional accidents,’ arising from the 
country’s complicated institutional framework and the parti­
cular set-up of the organs of administration. O u r  first illustra­
tion of the influence of such constitutional accidents on the 
pay structure m a y  be traced back to Britain’s division of 
functions as between central and local government. A s  is well- 
known, large n u m bers of public servants are direct employees 
of the central departments, others of the local authority ; the 
former are paid from the coffers of the Exchequer, the latter 
from the local Rate F u n d  (though subsidized from central 
funds). While there m a y  be all kinds of reasons for our parti­
cular division between central and local, government— this in 
itself is of course not a question of ‘accident’— whether a pubhc 
servant is paid b y  the Treasury or County Hall ought not to 
affect the size of his p a y  packet. That it does so cannot be 
proved mathematically, but there seems to be s o m e  evidence 
to that effect. Civil servants m a y  complain about the dead 
h a n d  of the Treasury, but w h e n  it comes to matters of pay, 
this dead hand, despite its alleged ossification, is considerably
^While this is a huge over-simplification, we shall for the present have to 
ignore the difficulties involved in using our formula as a practical 
guide for the determination of "any particular rate of pay, as well 
as the further problem that the requirements of the ‘market’ criterion 
may conflict with those of other criteria.
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m o r e  forthcoming than the e m p t y  h a n d  of the local authorities/ 
a n d  it would definitely appear that, except perhaps at the 
highest levels, the Treasury is the m o r e  accommodating p a y ­
master. T o  the extent that the lower level of local government 
remuneration is the incidental by-product of the country’s 
constitutional set-up, this can be considered an ‘accidental’ 
feature of the national salary structure.
Let us n o w  take the case of doctors. It might be assumed 
that this simple fact of being a doctor would be all-important 
in determining remuneration : a doctor’s pay, one might have 
thought, would depend on the value of his work, plus any  
adjustments required b y  the conditions of d e m a n d  a n d  supply 
in his particular field of activity. In fact, however, his 
remuneration depends to a m u c h  greater extent on where he 
happens to work, i.e. whether he happens to be engaged in the 
National Health Service, Civil Service or the School Medical 
Service. It is not the case that his salary as a school doctor is 
lower than in the Civil Service Medical class, and lower in the 
latter than in the National Health Service b y  reason of economic 
factors. O n  the contrary, relative rewards in these cases are 
the reverse of w h a t  they should be if in accordance with 
economic realities : the shortage of doctors is greatest in the 
School Medical Service, while in the National Health Service 
there are ominous rumours of over-supply. It would appear 
that, m o r e  important than the fact that %  is a doctor and m o r e  
important than the relative extent of undermanning in the 
service in which he works, is the fact that he is a Local 
Authority/Civil Service/National Health Service man, each of 
which services has s o m e h o w  or other acquired a certain 
‘appropriate’ level of remuneration.^
^At the 1952 annual Conference of the National Union of Teachers a 
resolution was passed that the Executive be instructed to press for 
an alteration in the local education authority grant formula, so as 
to reduce the dependence of teachers’ salaries on the public rates 
(reported in Schoolmaster, 25th April, 1952, p. 595 and p. 588).
H n  a letter to the negotiators on behalf of Civil Service Medical Officers 
during the ‘wage-freeze’ of , 1950 (see Whitley Bulletin, June, 1950, 
p. 87) the Chancellor of the Exchequer, while not disputing that there 
was a case for reviewing their remuneration and salary structure, 
stated that he was unable to agree that the claim could be considered 
except as a Civil Service claim, to be dealt with on the basis of the 
poUcy applied to the Civil Service generally.
The Element of 'Accident* in the National Salary Structure 183
O n e  qualification, however, is necessary. There are of 
course different kinds of doctors, and it is generally agreed that 
a highly skilled surgeon is worth more, and therefore should 
earn more, than, say, an ordinary G.P. It might further be 
argued that even within each branch of the profession there are 
differences of skill and expertise, and that one reason w h y  a 
doctor in the school medical service is badly paid b y  comparison 
with other m e m b e r s  of the s a m e  branch of the profession [i.e. 
general practice) is that— to put it bluntly— a second-rate G.P. 
is considered good enough for looking after school children’s 
health. T h e  fact that expressed thus baldly and explicitly such 
a suggestion would c o m e  as a shock to local education 
authorities does not necessarily disprove its veracity : m a n y  
•things are implicit in our behaviour which, if stated in so m a n y  
words, would prove distasteful. A  local authority would no 
doubt put itself in an impossible position if it openly admitted 
to being prepared to recruit to its school medical staff those 
ugly ducklings of the labour market, m e n  of T o w  calibre,’ but 
it m a y  none the less be tacitly understood that second- or even 
third-rate doctors are considered adequate, and that the lower 
salary offered to b u y  their labour is a realistic reflection of this 
‘gentleman’s agreement.’ T o  the extent that this is so— to 
verify this w e  would have to penetrate the collective uncon­
scious of local education authorities— our earlier strictures must 
be modified.
A  rather different example— also under this heading of 
constitutional accidents— are our standards of reward for 
‘political a n d  public service.’ It is the constitutional framework 
within which a service is rendered, rather than the nature of 
that service, which determines the scale of reward ;  ^ if you 
help to administer transport services as a m e m b e r  of a local 
authority, your p a y  is nil, but if y o u  do so as the m e m b e r  of a 
board of a nationalised industry, y o u  m a y  get a h a n d s o m e  fee 
for a similar effort. O n  ‘rate for the job’ grounds, clearly, 
remuneration should be identical in the two cases, nor do 
conditions in the two ‘labour markets’ s h o w  any good reason 
for the difference in treatment. ^
^For a fuller discussion of this point see “Payment for Political and 
Public Service,” Public Administration, Summer, 1954.
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Similar anomalies arise as a result of the difficulty of 
delimiting with precision the sphere of particular services and 
industries. T h u s  judges of the S u p r e m e  Court are paid out of 
the Consolidated Fund, a n d  their remuneration can be increased 
only b y  Act of Parliament. Judicial officers on the other hand, 
such as, for example. Official Referees to w h o m  the trial of 
questions arising in civil proceedings before the High Court m a y  
be referred, also have very definite judicial functions : they 
(Official Referees) have been jocularly referred to as trying 
those cases that are too difficult for the Judges !  ^ Yet for 
salary purposes they are d e e m e d  to be civil servants, so that 
their p a y  is adjusted whenever that of senior civil servants is. 
T h o u g h  H i g h  Court judges have, until recently, been expected 
to display a stoic indifference to the shrinking of their pay 
packet in real terms, they m a y  well have secretly looked askance 
at the narrowing of the gap— which has occurred every time 
civil servants, a n d  therefore Official Referees, got a rise—  
between t h e m  a n d  w h a t  are very m u c h  their junior partners 
in the business of administering justice.
Another illustration m a y  be cited from the organisation of 
the country’s educational services. It so happens that Primary 
an d  Secondary education in this country are the responsibility 
of the Minister of Education a n d  the Secretary of State for 
Scotland, while the Universities are independent, autonomous 
bodies. T h e  result is that in England a n d  Wales a primary 
school teacher playing with infants is officially the s a m e  kettle 
of fish as a person instructing the Sixth in the intricacies of 
higher mathematics,^ though the University lecturer, teaching 
the subject to undergraduates, belongs to a different (though 
not necessarily better-paid) species. Yet it might be argued 
that the gap between the infants’ teacher a n d  Sixth-form 
master is as great as that between the latter a n d  the University 
lecturer, a n d  that there is as good, or as bad, a case for equating 
the p a y  of the latter as of the former.
H4th Feb., 1951, 170 H.L. Deb., col. 317.
H.e. their basic rate is the same. The teacher in the Grammar school m a y  
none the less, and frequently does, receive more than the Primary 
school teacher, because of his having a degree, longer training, etc. 
These additions are, however, equally open to the Primary school 
teacher.
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Next, w e  m a y  mention the well-known fact of the differing 
strength of trade unions in different spheres. While the power 
of trade unions to affect the.overall level of wages has been 
hotly debated, there are few economists w h o  would deny the 
power of individual unions to gain sectional advantages for 
particular groups of workers. It is of course the case that the 
strength of a trade union is to s o m e  extent a function of genuine 
economic factors such as the degree of industrial concentration, 
differing rates of technological change and the overall prosperity 
of the industry concerned, but relative bargaining success is 
certainly not solely determined b y  such factors. T o  the extent 
then that the p a y  of a section of the labour force is higher than 
otherwise justified because of the existence of a powerful union 
in the field, a n d  to the extent that this is due to causes such as, 
say, the existence of a militant leadership, this produces an 
unintended, i.e. an ‘accidental,’ element in the p a y  structure.
T h e  whole question of the strength and structure of trade 
unionism has h a d  other interesting results. Thus, there are 
m a n y  unions catering for a whole craft, wherever that craft m a y  
be found : the A m a l g a m a t e d  Engineering Union and the
Electrical Trades Union, w h o  organise engineering workers and 
electricians, are good examples. These Unions conclude bargains 
with Employers’ federations, which are apphed to engineering 
workers and electricians in a wide variety of industries— broadly 
speaking wherever such workers are employed. A s  a result, w e  
have a national standard rate of pay in these cases. O n  the 
other hand, clerical workers have no such nation-wide rate, for 
the simple reason that there is no such thing as an all-embracing 
clerks’ union/employers’ federation. While there are important 
unions in the clerical held such as N.A.L.G.O., the Civil Service 
Clerical Association or the Clerical and Administrative Workers’ 
Union, none of these has reached the s a m e  degree of 
‘universality’ as, say, the A.E.U.
A  similar effect is produced b y  the incidence of the W a g e s  
Councils system. While the existence of W a g e s  Councils as such 
is far from being a matter of ‘accident’— they are set u p  where 
either pay or trade union organisation (or both) are inadequate 
— their precise incidence m a y  well contain such an element.
186 The Manchester School
T h u s  there is a R o a d  Haulage W a g e s  Council which fixes the 
p a y  of road haulage workers employed in a large n u m b e r  of 
industries, quite apart from those engaged in the road haulage 
industry itself. Similar nation-wide standards exist for catering 
workers— m a n u a l  and salaried— as a result of the existence of 
the various Catering W a g e s  Boards ; the rates laid d o w n  b y  
these bodies again are applicable not only to those engaged in 
the catering industry proper, but to catering personnel wherever 
they m a y  be found. Yet there are other types of workers whose 
e m p l o y m e n t  is c o m m o n  to m a n y  industries, whose pa y  is low, 
a n d  where trade union organisation is weak, but no such 
uniformity of remuneration exists in their case, because they 
are not covered b y  a W a g e s  Council. Cleaners, it is reasonable 
to hope, are employed in every factory, but there is no such 
thing as a national cleaner’s rate.
Again, the type of negotiating machinery which exists in 
an industry/service is, in practice, likely to have a considerable 
influence on the p a y  accruing to those within its purview. It 
is of course true that the status of particular negotiating 
machinery is, in part, a function of its constitutional position 
(just as its form is partly determined b y  the n u m b e r  a n d  
strength of unions and employers’ federations in the field). 
T h e  negotiating machinery responsible for settling the 
remuneration of policemen, for instance, directly reflects the 
constitutional position of the Police service : the H o m e  Office 
a n d  Scottish H o m e  Department are represented on the Police 
Council for Great Britain in addition to the ‘ two sides ’ because 
the Secretaries of State have important statutory functions in 
this sphere. O n  the other hand, the composition of the National 
Joint Council for Local Authorities’ Administrative, Pro­
fessional, Technical a n d  Clerical Services is determined b y  the 
fact that this is a purely voluntary body. N o n e  the less, within 
the broad limits set b y  the constitutional background, there is 
still m u c h  that appears to be chance growth. For example, 
that employees of the central government have the Civil 
Service Arbitration Tribunal ready at hand, while in the case
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of teachers there is no similar b o d y  ^  to w h o m  disputes can be 
referred is perhaps a question of detail, but in practice such 
matters of detail are important ; the absence of such a Tribunal 
m a y  have cost teachers a tidy sum. Again, it so happens that 
the B u r n h a m  Committees, which fix the remuneration of school 
and technical college teachers in England and Wales, have 
adopted the practice of fixing salaries for periods of three years 
at a time, so that unless teachers are exceptionally vocal and 
restless,^ their remuneration remains unchanged for periods of 
that length at a stretch. In other negotiating bodies no such 
practice has developed, but there seems no valid reason w h y  
it should exist in one sphere but not in another. W h a t  this 
means, therefore, is that the frequency with which one's 
remuneration changes m a y  depend on practices which, as a 
matter of chance, happen to have b e c o m e  estabhshed. It m a y  
be added that in both the examples cited the element of 
‘accident’ is ascribable to the negotiating machinery itself, and 
not simply to peculiarities of constitution or trade union 
organisation ^  being in turn reflected in peculiarities of collective 
bargaining arrangements.
B y  w a y  of one mo r e  illustration under this head, w e  m a y  
compare the collective bargaining arrangements in the 
nationahzed Gas and Electricity industries. In the former, w e  
find that the bulk of clerico-administrative staff on the one 
hand, and engineering technical and professional personnel on 
the other, are covered b y  a single b o d y  and hence b y  a single 
Agreement, while in the Electricity Supply industry these two 
categories are treated entirely separately for purposes of salary 
negotiation. T h e  reason for this would appear to be that in
^In March, 1952, the Education Act, 1944, was held to rule out the 
settlement of teachers’ remuneration by arbitration, as Section 89 
provides that only the Burnham Committee itself can advise the 
Minister on this question. In a sense therefore the non-existence of a 
tribunal for teachers has a statutory basis and might seem to qualify 
as a ‘constitutional accident’ rather than a peculiarity of collective 
bargaining machinery. Discussions at the time made it clear, however, 
that the precise wording of Section 89 was itself accidental, so that 
the non-existence of a tribunal in this instance is still essentially an 
‘accident’ arising out of collective bargaining arrangements.
®A “Special Addition,” e.g. was granted in July, 1952, over and above 
the new scales payable from April, 1951.
®As is the example in the following paragraph.
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Electricity there exists the Electrical P o w e r  Engineers’Associa­
tion organising technical staffs, while in the Gas industry no 
such separate ‘technical’ union has found a foothold, so that on 
the nationalization of the industry it was possible to set u p  a 
National Joint Council for Gas Staffs which covers both 
clerico-administrative and technical/professional workers (below 
a certain salary limit). T h e  fact, therefore, that in the Gas 
industry the p a y  of an engineer an d  an administrator are 
[a) equated an d  (6) m o v e  together, while in Electricity Supply 
they are ‘organically’  ^quite unrelated, m a y  be said to be due 
to the accidents of trade union strength a n d  structure having, 
in turn, b e c o m e  perpetuated in collective bargaining arrange­
ments.
T h e  type of ‘accident’ discussed so far has been largely of 
the m^6/-industry type— which it has been the purpose of this 
paper to discuss— but the comparison of the collective bargain­
ing arrangements in Gas a n d  Electricity above is also illustrative 
of elements of accident in an w^m-industry context, about 
which a brief w o r d  m a y  be added. Here w e  find that just as, 
w h a t  should be like and like as between industries a n d  services 
is, due to chance factors, like a n d  unlike, the s a m e  is true of 
relativities within any one service. T h u s  the salary structure 
which happens to have developed in a particular held will 
determine whose p a y  will be equated a n d  h o w  wide the span of 
a particular umbrella will reach. In the Local G o v e r n m e n t  field, 
for instance, w e  have the well-known pattern of seven A.P.T. 
(Administrative, Professional, and Technical) grades, which 
constitute a unity covering all Administrative, Professional and  
Technical workers (except the most senior officers) ; w h e n  a 
salary rise is negotiated it automatically apphes to all A.P.T. 
personnel. A  similar system operates in the B.B.C. where a 
c o m m o n  grading scheme is applied to all (non-manual) 
engineering, ‘p r o g r a m m e ’ and administrative staff, the Corpora­
tion having its o w n  system of job evaluation b y  which it 
equates rates of p a y  a m o n g  the different categories. In the 
Civil Service, on the other hand, not only are there separate
^Though the two sets of rates are 'organically' unrelated, a salary increase 
granted to one m a y  none the less lead to a 'sympathetic' rise to the 
other.
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salary scales for, say, administrative workers on the one hand, 
and each professional group on the other, but in m a n y  cases 
several scales exist— in the shape of Departmental variants ^ —  
to cover one and the s a m e  occupational group. It follows also 
that remuneration in the Civil Service is mostly adjusted on a 
sectional basis, i.e. legal/administrative/clerical/technical, etc. 
civil servants all bargain separately with the Treasury, though 
there have been s o m e  notable exceptions of all-Service settle­
ments. It is of course true that on grounds of size alone the 
Civil Service is ‘entitled’ to a m o r e  complex pattern of classes 
and grades, an d  it is also reasonable that the different scope 
and function of the various services should be reflected in a 
different organisational set-up. N o n e  the less, looking at the 
salary world one cannot help feeling that internal relativities 
frequently depend as m u c h  on the chance facts of salary 
structure as on any policy of consciously worked-out 
differentials.
Again, as far as any one individual is concerned, the 
particular pay structure of the service in which he works m a y  
affect h i m  in several ways. For example, whether or not his 
personal qualities are weighted in his remuneration, as distinct 
from the job itself, will depend on whether a scale or a range of 
pay exists in his particular sphere of employment. W h e r e  
there is a rigid salary scale, no personal assessment takes place 
and pay is solely related to the job. Where, on the other hand, 
there is a range, the p a y m e n t  of the individual within this 
depends both on the job performed and personal merit. If w e  
could be sure that, where a range exists, it does so with this 
very flexibihty in view, then, of course, no element of ‘accident’ 
would be present ; however, in those cases where the existence 
of a range rather than a scale is a mere matter of chance, it can 
be said that individual merit is weighted, as it were, b y  
accident.
Remuneration, again, is frequently influenced b y  various 
notions which have grown up, and which in one case are 
‘allowed’ as a determinant of pay, but in another— though 
seemingly equally apphcable— are disallowed. B y  w a y  of
H.e. the various Departmental classes, in contradistinction to the General 
Service or ‘Treasury’ classes.
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illustration, w e  m a y  cite the case of the judges where it has 
been assumed— in the past at any rate— that they need p a y  
on a level towering above that of ordinary mortals, in order 
to keep t h e m  incorruptible. This, a m o n g  other reasons, is w h y  
E n g h s h  High Court Judges were given £5,000 per a n n u m  
(then free of tax) as long ago as 1832. In the case of Hon. and 
Gallant M e m b e r s  of Parliament, on the other hand, where 
there would also appear to be plenty of opportunity for 
unsavoury behaviour, the general view— judging b y  public 
opinion in Press and Parliament recently— seems to be that it 
would be catastrophic if they received, m o r e  than the absolute 
m i n i m u m  necessary to keep b o d y  and soul together. T h e  
principle, i.e., that where corruption might potentially occur, 
this is to be guarded against b y  a very high salary, m a k i n g  the 
fruits of such corruption less tempting, has been given great 
weight in one case, but ignored in another. It is true of course 
that in the case of the M.P. there is the discipline of the ‘sack,’ 
while the removal of one of H .M. judges is an extremely c o m ­
plicated procedure and almost u n k n o w n  in practice. There is, 
therefore, a certain justification in taking very special pre­
cautions before installing a judge in his high office, and to m a k e  
sure of the right m a n  b y  offering an appropriate salary. It is 
also the case that there are other reasons for the high remunera­
tion laid d o w n  for judges in the 19th century, namely to 
compensate t h e m  for being no longer permitted to take a share 
of their litigants’ fees and because m e n  h a d  (and still have) to 
be tempted to the bench from lucrative private practice.^ 
In so far as the latter consideration has been operative, it 
illustrates the importance of a genuine economic factor : 
judges’ remuneration, Lg. h a d  to be fixed at a level that took 
account of their current price in the legal labour market. 
Certainly, then, economic considerations were also involved in 
fixing judges’ remuneration at their very high level in the 
19th century, but this does not necessarily invalidate the point 
m a d e  earlier on.
Similarly, there is the notion that social workers should be
satisfied with a smaller financial reward— nurses are the classic,
c^f. Radcliffe &  Cross, The English Legal System (Butterworth, 1946), 
pp. 378-381 and R. M. Jackson, The Machinery of Justice in England 
(C.U.P., 1953), pp. 225-6. Jackson considers the latter the main reason.
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though b y  no m e a n s  the most glaring, example  ^ — the balance 
of which is to be reckoned in terms of the intrinsic satisfaction 
to be derived from their work. For a doctor, on the other hand, 
it is not considered unethical to derive a h a n d s o m e  income from 
his labours as well as the satisfaction. Thus, certain notions 
have been evolved as to w h o  should w o r k  ‘for love,’ w h o  for 
the honour of it plus, perhaps, a small honorarium, and who, 
on the other hand, m a y  d r a w  a large salary (with or without 
the honour !). W h y  these particular notions and value judgments 
have grown u p  is a fascinating question though outside the 
scope of this paper, and one that in any case cannot be answered 
without a great deal m o r e  analysis. W h a t  is clear, however—  
and this is primarily w h y  they are legitimate ‘fuel’ here— is 
that whatever the origin of these ideas and whatever the degree 
of their germaneness (if any) in the context of pa y  determina­
tion, their application would appear to be quite arbitrary.
T h e  element of ‘accident’ in the national salary structure 
is, in a sense, cumulative, in that the above factors are 
aggravated b y  the fact that each service has developed its o w n  
particular ‘idiosyncrasies.’ W e  can illustrate this b y  referring 
to the subject of area differentials. T h u s  if you are a National 
Health Service consultant transferring from a rural or small 
t own hospital post to London, your p a y  will be unaffected. 
If you are a school doctor m a k i n g  the s a m e  move, your pay 
will go u p  b y  £30,2 if y o u  are a doctor employed b y  the
central government, your salary will go u p  b y  anything u p  to 
£100— depending on your ‘salary b a n d ’— in consideration of 
your residing in the metropoHs.® This, agajn, has nothing to do 
with the state of d e m a n d  for doctors in these different services 
or with, say, ‘rate for the job’ factors, nor would anyone 
seriously maintain that a N.H.S. consultant will find his cost- 
of-living unchanged in his n e w  environs, while the Civil Service
^The salary of a staff nurse in 1946 was the princely sum of ;^ 220, rising 
after many years of service to ;^ 280 {including residential emoluments, 
valued at /lOO per annum).
L^ess, if under 26 years of age.
^Provincial differentiation in the Civil Service, that is, depends on actual 
salary and location. ;^ 100 per annum is the maxi m u m  differential as 
between London and “provincial’*' posts where salary is per
annum or over. As between London and “Intermediate” offices the 
m a x imum differential is £5Q.
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medico finds his increased b y  £100. It is simply a reflection of 
the fact that each of these services has developed its o w n  
particular brand of area differentiation. T h e  latter in itself is 
of course a perfectly sound feature of salary structure : pro­
vincial differentiation as such, i.e. is in no sense of the term 
‘accidental.’ It is its incidence to which objection is being 
taken— and the story could be repeated, mutatis mutandis, as 
regards sex differentials and numerous conditions of service.
If economic theory and practice would correspond m o r e  
closely, s o m e  of the anomalies cited might be expected to right 
themselves in the long run ; the time framework is clearly of 
considerable importance in this whole matter. T h e  fact, i.e. 
that at a n y  particular m o m e n t  in time a certain service offers 
a low rate of pay for a certain grade of worker ought to m e a n  
that sooner or later— depending on the degree of competition 
in the labour market— a poorer candidate will c o m e  forward, 
willing to fill that vacancy. In a sense, p a y  will then be adequate 
in relation to the quality of the personnel n o w  concerned. For 
example, it is fairly well-known that Co-operative societies p a y  
their managers salaries which are m u c h  inferior to those current 
in the business world at large, and s o m e  have ascribed the 
mediocrity of Co-operative enterprise (in certain spheres) to the 
societies’ not attracting the right calibre of managerial ability. 
W h a t  concerns us here is that the fact that Co-operative 
mànagers were originally underpaid— i.e. in the short run—  
has in a sense righted itself through the m e c h a n i s m  of market 
forces, so that the type of Co-operative m a n a g e r  w h o  n o w  
offers his labour can no longer be so considered : w h a t  was 
inadequate remuneration in the short run has b e c o m e  adequate 
in the long. If it were not for the rigidities of the labour market, 
if the latter were m o r e  perfect, w e  might expect the market 
m e c h a n i s m  to iron out a great m a n y  m o r e  of such anomalies 
over a period of time. A s  it is, owing to its well-known 
imperfections— such as the lack of mobility a n d  elements of 
m o n o p o l y  on the side of both capital and labour— this adjust­
m e n t  is often prevented or only very partially effective.
There is, however, another point. It is quite legitimate to 
take the line that on wider economic grounds— say in the 
interests of greater efficiency— or, say, on ‘rate for the job’
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grounds, Co-operative managers should have £x per annum, 
irrespective of the h u m a n  r a w  material which at that particular 
juncture occupies these posts, and irrespective also of the fact 
that a n e w  equilibrium has been achieved in the d e m a n d  for, 
and supply of, Co-operative managers. L o oked at from a wider 
angle, i.e. an individual m a y  be receiving his due relative to his 
capabilities, but none the less, according to our conception of 
the job to be performed, the post m a y  yet be underpaid. 
E v e n  where, therefore, economic forces help to adjust the 
quality of the supply to the magnitude of the d e m a n d  price so 
that individual Co-operative managers are possibly no longer 
underpaid, in a m o r e  fundamental sense they can still be said 
to receive less than their due. A n d  to the extent that non- 
relevant factors inhibit us from offering a price more truly 
in accordance with the intensity of our demand, the element 
of ‘accident’ is again at work.
A  n u m b e r  of different types of ‘accident’ have been 
distinguished, but it should be m a d e  clear that the line of 
division between t h e m  is of the loosest. A s  far as their effect 
is concerned, the types enumerated are, basically, of two kinds. 
T h e  various conventional notions produced b y  history have 
meant, b y  and large, that considerations have been allowed to 
influence p a y  levels the legitimacy of which is very m u c h  in 
question and, further, even where it might be conceded that a 
certain factor is a legitimate co-determinant of remuneration, 
the held in which it is allowed to operate is frequently arbitrary. 
T h e  accidental impact on the national pay structure of constitu­
tional developments, the particular set-up of the organs of 
administration or of trade union strength and structure, on 
the other hand, have m e a n t  that numerous institutional 
frontiers have been erected for which, as far as relative levels 
of remuneration are concerned, there is no rational (or irrational, 
but at least intended) basis. W h a t  has happened is that, as in 
the world of politics, these frontiers and lines of demarcation 
have ‘happened’ rather than been drawn, and so territories have 
in m a n y  cases b e c o m e  delimited with httle regard to any clearly 
definable criteria. T h e  result is the inevitable crop of frontier 
problems— in our case unjustified differences and anomahes in 
p a y  and service conditions.
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W e  must, of course, not lose our sense of proportion. It is 
not claimed that the world will c o m e  to a premature end 
because there is a considerable element of ‘accident’— and 
therefore numerous anomalies— in the British w a g e  and salary 
structure. N o r  is the existence of these anomalies altogether 
surprising ; they are part of w h a t  Professor Sargant Florence 
has so aptly called the “criss-cross interlacing of occupation 
and industry.”  ^ In m a n y  cases, also, employing authorities 
are aware of, but feel impotent to do anything about, these 
anomalies, being faced with the well-nigh impossible task of 
fixing a salary which is in accord both with the requirements of 
‘horizontal’ a n d  ‘vertical’ relativity. T h e  salary of prison 
chaplains, for example, should ideally bear a proper relativity 2 
to that of clergy elsewhere— this is w h a t  w e  m e a n  b y  
occupational or ‘horizontal’ relativity— and to that of other 
personnel in the prison hierarchy (‘vertical’ relativity). 
Similarly, school medical officers should have remuneration 
which is ‘fair’ both relative to that of other doctors (of 
equivalent calibre) and other school staff ; the British Transport 
Police should receive remuneration which ‘ties u p ’ both with 
pay in British Transport a n d  in the Police ; while medical 
professors should have a salary in line both with that of other 
medicals and other professors. In all the instances cited this 
problem of the two relativities pulling in opposite directions 
has caused acute embarrassment, a n d  the salary world is full 
of similar cases. While this conflict of relativities is in so m e 
cases the product of economic causes— a shortage of labour, 
for instance, m a y  m a k e  it necessary to p a y  a particular worker 
m o r e  than that to which he is entitled on ‘relativity’ grounds—  
in others the existence of the problem is essentially due to the 
fact that the accidental element in salary determination has 
been allowed to solidify into a permanent constituent of salary 
structure.
S o m e  of course m a y  take the view that anomalies have the
merit of m a k i n g  for diversity, and are to be welc o m e d  on that
P^. Sargant 'Florence, Labour (Hutchinson’s University Library), p. 14.
^What constitutes such a ‘proper’ relativity is a by no means easy 
question, but one that cannot be dealt with within the compass of 
this paper.
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account. However, there is plenty of evidence that a critique 
on the lines w e  have attempted is m ore than an academic red 
herring. T h e  huge a m o u n t  of time, energy and m o n e y  spent on 
w a g e  and salary claims u p  a n d  d o w n  the country inter alia 
demonstrates— though b y  no m e a n s  all such claims are con­
cerned with the righting of anomalies— that those affected take 
a poor view of s o m e  of the illogicalities of the wages front, 
even if s o m e  armchair onlookers consider t h e m  as adding to the 
spice of Ufe. It is true that these inconsistencies do not 
necessarily involve very substantial differences in actual 
remuneration. B u t  it is the small differences, the anomahes 
at the margin, which frequently give rise to friction— and 
economists are hardly in a position to complain if workers take 
the margin seriously ! In fact, where the anomaly is so great as 
to remove one class of worker on to a different plane altogether, 
there m a y  be less trouble, than where there are relatively 
modest anomalies— modest enough, that is, to leave the two 
categories as competing groups, as between which parity of 
pay and esteem are still within the bounds of possibihty.
This paper has not been an attempt to evaluate all the 
m a n y  and complex factors that determine relative levels of 
income. N o r  has it been the intention to say that economic 
factors are of no consequence, and that elements of 'accident' 
reign supreme in shaping relative rewards. A  very well-known, 
but for that reason no less good, illustration of economic factors 
at w o r k  is the case of the coalminers, whose pay was at the 
bottom of the industrial w a g e  structure in the 1930’s w h e n  coal 
was depressed, but w h o  n o w  top the bill of industrial earnings.^ 
Again, in 1951 it was r e c o m m e n d e d  in the Trustram E v e  Report 
that the pa y  of police constables be raised b y  "£30 mo r e  than 
the increase to which ... he is entitled in relativity with other 
workers . . . " i n  view of the serious under-manning in that
^The average weekly cash earnings of adult male workers in coal­
mining (excluding the value of allowances in kind) at 16th Oct., 1954 
was 264/1 Id. The highest average earnings for any other industry 
(adult men, last pay-week Oct., 1954) was 253/Id. a week (Manufacture 
of Motor Vehicles and Cycles). The averages for the great majority 
of other industries are a good deal lower. (See Ministry of Labour 
Gazette, March, 1955).
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service ^ — in view, that is, of the excess of d e m a n d  over supply. 
M o r e  generally, in the process of 'exposing' the accidental 
element in salary structure, w e  have on m a n y  occasions h a d  
to modify our strictures on finding that economic considerations 
were involved even where irrelevant or chance factors seemed 
at first sight to monopolise the picture. E c o n o m i c  forces 
certainly are at work, and if this paper has dealt very largely 
with the influence of a set of non-economic factors, it has 
merely been to secure a niche for w h a t  has hitherto been hardly 
d e e m e d  worthy of Lehensraum.^
H i l d a  R. K a h n
Glasgow,
^Report of Sir Malcolm Trustram Eve to Secretaries of State for H o m e  
Department and Scotland; July, 1951. (Not published, but made 
available by courtesy of H o m e  Office).
^This paper was written before the publication of The Social Foundations 
of Wage Policy by Dr. Barbara Wootton, w h o m  I wish to thank very 
much for reading the article in draft.
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Payment for Political and  Public Service
By H ilda R. Ka h n
This article surveys the remuneration of national and local politicians 
and of the members of the Boards of certain Public Corporations. It is 
part of a general survey being made by Miss Kahn of Bedford College 
for the purpose of a Ph.D. dissertation.
MEMBERS OF PARLIAMENT
P ayment to Members of Parliament at the rate of £400 per annum was 
^ introduced in 1911 although, we are told,^ this was merely the return 
to a tradition current from the time when Edward I instituted Parliament 
until late in the 17th century. There was no change in parliamentary 
remuneration during the period 1911-1931,^  but in the latter year— the time 
of the financial crisis— the salary was reduced to £360. It was subsequently 
restored by stages and in 1937 was raised to £600 per annum, at which figure 
it remained throughout the war.
Like most of their constituents, M.P.s had a rise in the early post-war 
period. In March, 1946, a Select Committee “ appointed to consider the 
expenses incurred in connection with their parliamentary and official duties 
by Members . . issued their Report,^  their major recommendation being 
that the parliamentary salary should be raised to £1,000 per annum, of which 
£500 was to constitute an automatically tax-free expense allowance. In 
framing their recommendations, the Committee made clear that they did 
not regard the sum to be paid to a Member as a professional salary. They 
pointed out that, though a Member may be called upon to devote a great 
deal of time to the business of the House, he had complete freedom to allot 
his time between his parliamentary duties and his personal affairs, and added 
that “ it would be most unwise to take this freedom from him by paying 
such a figure as would unequivocally demand his full time in return." They 
therefore reiterated the principle first laid down by Lloyd George when he 
introduced the payment of Members in 1911 that the sum must suffice to 
enable the M.P. “ to maintain himself comfortably and honourably, but 
not luxuriously ” ; in addition, a Member should be allowed his reasonable 
expenses “ wholly, necessarily and exclusively incurred in the performance 
of his duties.”
The Government accepted the Select Committee’s recommendations in 
substance, and on 30th April, 1946, the Chancellor of the Exchequer 
announced that the Government proposed that, with effect from 1st April, 
1946, every Member other than a Alinister, Junior Minister or officer of 
the House, should in future be entitled to a salary of £1,000 a year in place 
of £600, but that there should be no change in the present procedure for 
claiming relief from income tax in respect of expenses.'^  This question of 
M.P.s’ expenses is a thorny one. Members are granted certain privileges 
such as free first-class travel by rail, sea or air between home, constituency 
and Westminster® and free telephone services (local calls only) at the House 
of Commons. Also, £100 out of their salary of £1,000 is automatically 
tax-free, and if a Member can show that his expenses exceed this figure, 
he can claim further relief, under ordinary income tax procedure, up to the
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lfull amount of his salary. What is important here, however, is that in many 
cases this so-called salary is largely “ eaten up ” by heavy and unavoidable j 
expenditure on secretarial help, postages, entertaining and so forth, which 
have to be defrayed out of an M.P.’s own pocket.
During the “ wage-freeze ” of 1948-50 there were occasional, but | 
unsuccessful, attempts to reduce the salaries of M.P.s (as of Ministers), in 
particular at the time of the 1949 “ devaluation ” crisis. Since then, however, j 
the emphasis has shifted in the opposite direction and a joint Labour-Liberal i 
deputation in April, 1953, made an approach to the Prime Minister and 
Government in view of the growing evidence of the financial difficulties 
facing many back-benchers. It may be added that already in 1946 £1,000 
per annum, in terms of purchasing power, fell short— though only just—  | 
of £400 in 1911, and according to the Financial Secretary to the Treasury 
a salary of £1,480 per annum would have been required in March, 1953, 
to equal, in real terms, the 1911 figure. Or, putting it another way and 
taking the post-war salary as our starting point, the purchasing power of 
£1,000 in December, 1952, had shrunk, as compared with 1946, to a mere 
£685.«
The latest development has been the appointment of another Select ' 
Committee, who have now issued their Report.'^  The Committee was ' 
precluded from a consideration of “ fundamentals ” and stated that “ the | 
House may at some future date wish to consider, in broader terms than 
Your Committee are instructed to, the status and degree of financial indepen­
dence appropriate to Members of Parliament . . .”, adding that in Common­
wealth and foreign countries more generous treatment was meted out to 
members of the legislature (para. 62). Meanwhile, the main revelation in | 
the Committee’s Report was that out of the £1,000 a year paid to M.P.s, : 
they have, on the average, to pay out £750 on expenses " wholly, exclusively ^  
and necessarily ” incurred in the performance of their duties, while from 
the remainder a further sum has to be found for other outgoings— such as 
the use of a car or hospitahty for constituents— hardly less necessary, even I 
though not allowed by the Inland Revenue (para. 51). Even if these latter 
are ignored and on the basis of " allowable ” expenditure only, the average ' 
Member has left from his parliamentary “ salary ” a mere £250 for the 
maintenance of himself and his family. This evidence left the Committee 
“ no option but to report that the expenses necessarily entailed by Membership i 
of Parliament are such that the present payment of £1,000 a year is not 
sufficient . . .” (para. 52) ; the Committee therefore recommended that 
the parliamentary salary be increased to £1,500, and with this they linked 
a recommendation for a non-contributory pension scheme. The Report 
caused a considerable amount of controversy— in the press rather than in 
Parliament— and on 14th April the Prime Minister stated that in the view ' 
of H.M. Government it would not be right in present circumstances to 
proceed in the particular manner recommended. Various alternatives were 
outlined by the Chancellor of the Exchequer in the House on 13th May, 
but at a further Debate on 24th May a motion in favour of the £500 “ straight 
increase ” was passed on a free vote by a substantial majority, an amendment 
— w^hich had the blessing of the Chancellor— for an expenses allowance of 
up to £500 being defeated.® It is likely that the Government will feel them­
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selves committed to accept the decision of the House. The question of 
pensions is to be further considered.
Members of the House of Lords do not receive any remuneration, but, 
under a House of Commons Resolution of May, 1946, may recover out of 
the sums voted for the expenses of the House of Lords the cost of railway 
fares incurred in attending the House for the purpose of their parliamentary 
duties. They are not entitled to be reimbursed for any other expenses.
MINISTERS
The salaries of Members of Parliament are not regulated by legislation, 
any change merely needing a Resolution of the House of Commons to become 
effective, but any permanent amendment of the salaries of Ministers requires 
statutory sanction. The main Act governing the present remuneration of 
the majority of Ministers is the Ministers of the Crown Act, 1937, under 
which the salary of all “ major ” holders of ministerial office such as the 
Chancellor of the Exchequer, the Secretaries of State, the President of the 
Board of Trade and the Ministers of Education, Health and Labour is laid 
down at £5,000 per annum. In a number of cases this particular level of 
ministerial remuneration goes right back to 1831 : the Chancellor of the 
Exchequer and the Secretaries of State for Home, Foreign and Colonial 
Affairs, for instance, had their last “ rise ” in that year, while the First Lord 
of the Treasury received £5,000 since at least 1660 (in addition to being 
provided with a residence). In other cases, lower salaries were fixed at various 
dates in the 19th century : the Secretary (now of State) for Scotland, for 
example, was awarded £2,000 in 1885 and the President of the Board of 
Education a like amount in 1899.® As regards Departments of more recent 
origin, some Ministers were deemed worthy of a salary of £5,000 from the 
L^ tart, but in other instances new Ministers were launched on the parliamentary 
' scene with a lower salary. Thus, the pay of the Minister of Labour was 
I fixed at £2,000 in 1916, but that of the Minister of Health at £5,000 in 1919. 
j All in all, due to the piecemeal growth of the machinery of government,
I the absence of any uniform system of Cabinet remuneration and the fact 
I that new Departments’ claim to first-class rank sometimes took time to 
“ mature,” there were, by the end of the first world war, a number of 
! anomalies in the status and remuneration of Ministers.^ ® Two Select Com- 
I mittees reviewed the matter in the inter-war period— in 1920 and 1930—  
but with one exception no action was taken on their recommendations until 
the legislation of 1937.
I The 1937 Act was thus an attempt to rationahse ministerial remuneration 
and under it {inter alia) the salaries of the Ministers of Agriculture, Labour 
and Transport, of the President of the Board of Education and of the Secretary 
y of State for Scotland were increased from- £2,000 to £5,000, which now 
I became the standard rate of pay of “ first-class ” Ministers. Later Acts, 
such as those setting up the Ministries of National Insurance, Fuel and 
, Power and Civil Aviation, also fixed the relevant Minister’s pay at “ not 
; exceeding £5,000.” In a few cases, however— including the Lord President 
I of the Council, the Lord Privy Seal, the Postmaster General and the Minister 
I of Pensions— the 1937 Act retained the lower level of remuneration customary 
j for these posts, though in the case of the Postmaster General this was raised
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to £5,000 by the Ministerial Salaries Act, 1946, while the Lord President 
of the Council and the Lord Privy Seal had a corresponding “ rise ” under 
Section 3 of the 1937 Act, under which no member of the Cabinet is to receive 
less than £5,000. The Minister of Pensions, the Chancellor of the Duchy 
of Lancaster and the various Ministers of State— Foreign Office, Scottish 
Office, Overseas Trade and Colonial Affairs— still receive only £3,000.
Parliamentary Secretaries
The 1937 Act also dealt with the salaries of Parliamentary Secretaries 
— the Junior Ministers as they are often called— although there have been 
several important adjustments since. Junior Ministers, it should be em­
phasised, serve full-time and cannot normally, as do plain back-benchers, 
engage in outside occupations.^  ^ The 1946 Select Committee considered 
that they deserved some improvement over and above the £1,500 per annum 
payable to the bulk of them under the 1937 Act-^ -and, again, in some cases, 
paid to them ever since 1831. The position is now that, in addition to their 
£1,500,^ ® Parliamentary Secretaries receive (since April, 1946) a further 
£500 in respect of their membership of the House of Commons, on which 
relief from income tax may be claimed in respect of expenses. This additional 
£500 is also payable to other Ministers in receipt of less than £5,000 a year 
— though not to those whose salary is temporarily abated to below this figure 
— as well as to the Leader of the Opposition, the Chairman and Deputy 
Chairman of Ways and Means and to any ex-Prime Minister receiving a 
pension. The total remuneration of the Parliamentary Secretary has thus 
become £2,000, but there are a few exceptions : the Parliamentary Secretary 
to the Treasury receives a basic £3,000 and the Financial Secretary and the 
Economic Secretary of the Treasury a basic £2,000, and they also qualify 
for the additional £500. Further improvement has just been promised byS 
the Chancellor.
The Parhamentary Secretary to the Treasury acts as Government Chief 
Whip. The other Government Whips in the House of Commons comprise 
the Junior Lords of the Treasury and the Treasurer, Comptroller and Vice- 
Chamberlain of the Household, all of whom receive £1,000 per annum, 
except for one of the two Joint Deputy Chief Whips, who receives £1,200. 
The Peers constituting the “ Government Whips ” in the House of Lords 
are the Captain, Gentlemen-at-Arms and Captain, Yeomen of the Guard, 
who receive £1,200 each, and the three Lords in Waiting, who again are 
paid £1,000 a year.^ ® Opposition (and Liberal) Whips are unpaid, as are 
also some Assistant Government Whips.
The principal political offices and the salaries currently attaching to 
them are set out in Table I. All the salaries shown there are paid “ out 
of moneys provided by Parhament,” with the exception of that of the Speaker 
of the House of Commons and the Leader of the Opposition, which are 
paid out of the Consolidated Fund. The payment of a salary to the Leader 
of the Opposition, incidentally, is an innovation introduced by the 1937 Act.
The salaries shown in Table I are not in all cases those laid down by 
statute. On 6th November, 1951, the Prime Minister announced in the 
course of the Debate on the King’s Speech that, in order to mark the emergency 
character of the period and “ as a signal for an abnormal period,” ministerial
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T A B L E  I
M inisterial and Parliamentary Salaries as at November, 1953
Prime Minister and First Lord of the Treasury (a) .. £7,000
Chancellor of the Exchequer (a) 4,000
Lord President of the Council 4,000
Lord Privy Seal 4,000
Secretaries of State (Foreign Affairs (a). Home Depart­
ment, Scotland, War, Air)................ 4,000
Other Ministers of major Government Departments 
(Ministers of Defence, Supply, Labour and National 
Service, Housing and Local Government, National 
Insurance, Education, Food, Health, etc.. President 
of the Board of Trade, Postmaster General, First 
Lord of the Admiralty (a)) .. 4,000
Alinisters of State (Foreign Office, Scottish Office, (^)
Colonial Office, etc.) .. 3,000
• Parliamentary Secretaries ................
(6) W
1,500
Attorney-General (d) .. .. .. . . . . 10,000
Solicitor-General (d) 7,000
, Speaker of the House of Commons (e) .. v .. 5,000
Chairman of Ways and Means ..
(h)
2,500
" Deputy Chairman of Ways and Means
(6)
1,500
(h)
Leader of the Opposition 2,000
Government Whips 1,000/1,200
(/)
1,000Members of Parliament .. .. . T
' (a) Entitled to additional emoluments in kind.
(b) Excluding the additional £500, payable in respect of membership of the House 
of Commons.
(c) A  number of Parliamentary Secretaries receive more : see text.
id) Fees for contentious business are paid to the Law Officers but are returned to 
the Crown.
(g) The Speaker of the House of Lords is the Lord Chancellor who receives £4,000 
in virtue of his former office and £6,000 in respect of the latter.
(/) Xjross salary : see text.
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salaries would be cut for the period of rearmament or three years, whichever 
ended first.^  ^ Hence all Ministers with a salary of £5,000 have it temporarily 
abated to £4,000, while the Prime Minister’s remuneration is similarly reduced 
bro tern from £10,000 to £7,0003® There is full statutory sanction for such 
a reduction of ministerial salaries in Section 8 of the 1937 Act.
The Prime Minister
The Prime Minister qua Prime Minister did not receive any pay prior 
to the passing of the Ministers of the Crown Act, his de facto salary of £5,000 
being payable to him solely in his capacity of First Lord of the Treasury. 
In 1937, however, the Prime Minister was, so to speak, “ legitimised,” and 
his pay as “ Prime Minister and First Lord of the Treasury ” was fixed 
at £10,000. It may be added that both the Select Committee of 1920 and 
1930 had gone out of their way to urge speedy action as regards the Premier’s 
salary. The 1920 Committee had been of the opinion that, considering its 
increasing burdens and responsibilities, the remuneration of the Premier’s 
office was inadequate and that, moreover, it ought to exceed that of other 
Cabinet Ministers, adding that it was doubtful whether any man called to 
that high office during recent reigns could have sustained the position without 
private means.^ ® The 1930 Committee pointed out, inter alia, that the 
Prime Minister had, out of his salary, to provide for entertainments, without 
being able to recover such expenditure from the Government Hospitality 
Fund.^  ^ Of the Premier’s statutory salary of £10,000, £4,000 is officially 
tax-free— no other ministerial salary contains a similar tax-free element—  
but Prime Ministers do not necessarily take advantage of this provision. 
The Prime Minister also receives a pension of £2,000 a year on retirement, 
and is the only Minister to whom a pension is payable on laying down office.
The Law Officers
The Attorney-General and the Solicitor-General are the legal represen • 
tatives and advisers of the Crown and conduct important litigation on its 
behalf. Though their duties are primarily legal, their appointment is a 
political one, in that these officers come and go with the party in power. 
However, they are not Ministers and their remuneration is regulated by 
Treasury minute, not by statute.^® Apart from the Premier, they are the 
highest paid politicians and as their remuneration has not been abated, the 
Attorney-General’s £10,000 is currently the highest salary received in the 
House of Commons. In the wider world of public service it is exceeded only 
by that of the Lord Chancellor.
As compared with holders of ministerial office, the Law Officers have 
been in a favourable position for a long time— at one time enjoying not 
merely a higher salary, but also retaining substantial fees paid to them 
for contentious business (on ordinary professional scales, subject to a 
maximum)^® The Select Committee of 1920 were of the definite opinion 
that these payments were excessive, and proposed a cut, but no action was 
taken until much later, and in the decade 1919-1928 the Attorney-General 
had an average yearly income from fees of £18,332 over and above his then 
salary of £7,000. (The Solicitor-General averaged £9,010 from fees, in 
addition to his salary of £6,000.)^ ® Without describing in detail the various
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adjustments which took place in the 1930s— including some cuts— the Law 
Officers’ remuneration has now been put on an entirely new basis, and since 
February, 1946, all-inclusive salaries have been fixed of £10,000 and £7,000, 
all fees for contentious business being returnable to the Crown. Their 
present salaries, then, are “ historically speaking ” extremely low, though 
this does not alter the fact that, by comparison with those of Ministers, 
they are very high.
. Residences and Other Perquisites
Several Ministers are entitled to free residential accommodation in 
addition to their salary, viz., the Prime Minister, the Chancellor of the 
Exchequer, the Foreign Secretary and the First Lord of the Admiralty, as 
well as the Lord Chancellor in his capacity of Speaker of the House of Lords.
So far as the Foreign Secretary is concerned, the practice was introduced 
in 1946 (though his predecessor had occupied a rent-free flat in the Foreign 
Office) ; in the other cases these arrangements are of long standing.®® It 
may be added that the Select Committee of 1920 had recommended that no 
Minister should suffer a reduction of salary if he chose to accept the offer 
of the official residence nor, for that matter, receive an allowance in respect 
of a house which he did not occupy.®®
Until the end of 1951 all members of the Cabinet were provided with a 
car and chauffeur, while Junior Ministers had a car pool to draw on for 
official purposes. However, a considerable saving has since been effected, 
and only the Prime Minister, Foreign Secretary and Home Secretary now 
have a car personally allotted to them. All other Ministers rely on the 
Government Car Service.®^
LOCAL G O VERNMENT 
Aldermen and Councillors
The general rule is that service to local politics is on an entirely voluntary 
basis ; such payments as are made are simply to prevent or mitigate actual 
financial loss. =
Prior to the passing of the Local Government Act, 1948, Local Authorities 
could pay travelling expenses and subsistence allowances only if members 
were travelling on the business of the council outside the latter’s area, and 
within certain limits they could also (except parish councils) pay the expenses 
of members attending the main forms of local government conferences. 
However, if no travelling outside the authority’s area was involved, only 
county councils had the power to pay travelling expenses (but not subsistence 
allowances).®® No council in England and Wales— in Scotland they did—  
had then the power to reimburse a member for any financial loss sustained 
by him through, say, deductions from pay for time spent at council meetings.
An Inter-Departmental Committee, under the chairmanship of Lord 
Lindsay, were appointed in 1946 to consider the advisability of extending 
Local Authorities’ powers to pay travelling and subsistence allowances as 
well as the desirability of introducing allowances for “ loss of remunerative 
time.” As had most of their witnesses, the Committee, in their Report, 
came out emphatically in favour of preserving the voluntary character of 
local government, the service of which ought to involve sacrifice though not
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actual hardship. They did not therefore accept suggestions that members 
of Local Authorities should receive allowances of a fixed annual amount, 
on the analogy of M.P.s’ salaries. Though such a system would have a 
number of advantages, one of the Committee’s reasons for rejecting it was 
" the psychological fact that an annual payment looks like a salary and suggests 
a salaried service (whose remuneration would, moreover, tend to rise to the 
level of professional and official salaries), and could suggest to the self- 
interested man that membership of a local authority was a useful method 
of obtaining a modest income ” (para. 65). The analogy with the Member 
of Parliament they regarded as false, among other reasons because M.P.s, 
unlike Councillors, had to establish themselves in London.
At the same time, the Committee were anxious to prevent what they 
called the “ distortion ” of local authority membership— of which they found 
evidence— caused by the exclusion through economic circumstances of 
persons who would be useful members. They therefore made proposals 
for a system of modest allowances for the loss of remunerative time as well 
as for an extension of travelling and subsistence allowances, the payment of 
all these to be mandatory on Local Authorities. These recommendations 
were accepted by the Government and incorporated into the Local Govern­
ment Act of 1948, the Debate on the Second Reading showing a very large 
measure of agreement with the new arrangements.®®
The new system of allowances is dealt with in Part IV of the 1948 Act 
and became operative on 1st August of that year. The provisions apply 
not only to (the members of) Local Authorities in the narrow sense, but 
also to various joint boards and committees, river boards, divisional executives, 
combined police authorities, the Metropolitan Water Board, etc.®’ The 
“ financial loss allowance ” is payable in respect of : {a) actual loss of 
earnings ; or (6) additional expenses (other than on travel or subsistence 
which are treated separately), necessarily incurred for the purpose of per­
forming any approved duty as a member of the body in question. The 
allowance is of very modest dimensions and, as originally fixed, was not 
to exceed, in respect of any period of 24 hours, 10s. where the time involved 
was up to four hours, and 20s. where it was more than four hours. These 
figures have now been increased to 15s. and 30s. respectively. Members 
of a parish council are not entitled to these payments in respect of duties 
performed within their parish. Travelling and subsistence allowances are 
payable in addition in defined cases at rates which must not exceed those 
prescribed by S.I. 1954 No. 397. The reimbursement of expenses incurred in 
attending conferences continues to be made under Section 267 of the Local 
Government Act, 1933.
Mayors and Chairmen of Councils
A word now about the Mayors or Chairmen of Local Authorities (all 
of whom hold office for one year but may be re-elected). Under Section 116 
of the 1948 Act a District Council in England and Wales may pay to its 
chairman, for the purpose of enabling him to meet the expenses of his office, 
such allowance as the Council may think reasonable. In the case of the 
Mayor of a Borough Council and the Chairman of a County Council, however, 
a Council may, under the Local Government Act, 1933, “ pay . . . such
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remuneration as they think reasonable ” (S. 18 (4) and S. 3 (4)). Not 
unnaturally amounts paid under this head vary widely. According to the 
Municipal Year Book, the Lord Mayor of London heads the list with £12,500 
per annum ; the Lord Mayor of Liverpool’s allowance in 1952-3 was £4,000 
and that of his colleagues in Manchester and Leeds £3,000. Hull paid its 
Lord Mayor £2,000, Cardiff £1,500, and Stoke-on-Trent £1,000 ; Blackburn, 
Coventry, Hove and Northampton all paid £500. On the other hand, the 
Mayor of Huntingdon received only £52 per annum and of Lyme Regis 
£50. While there is no doubt as to the predominantly “ expense ” character 
of these allowances— it is said that some Mayors are seriously out of pocket 
after their term of office— it is impossible to say whether (though it is not 
very likely) the allowance does not, in individual cases, include some element 
of genuine remuneration, for which there appears to be full statutory 
authority.®® Each mayor has discretion as to the precise spending of the 
allowance, while as far as the payment of income tax is concerned, the Inland 
Revenue treats each case on its merits. In quite a number of cases, a motor 
car (with or without chauffeur) or special allowance in lieu is provided in 
addition to the cash allowance.
In the case of the London County Council, the provision in the London 
Government Act, 1939, for the remuneration of the Chairman is identical 
with that in the 1933 Act and is here extended also to the Deputy Chairman 
— an office unknown in other Administrative Counties (S. 3 (4) and S. 6 (3)). 
In actual fact, however, the L.C.C. does not make any payment by way 
of remuneration or allowance to either its Chairman or his Deputy, though 
an official motor car is provided for the former. Expenditure in connection 
with ceremonies, receptions and the like is defrayed by the Council itself.
PUBLIC BOARDS A N D  CORPORATIONS
The precise content of this sub-heading is part of the wider problem 
of classifying the various public authorities and quasi-Government bodies 
which do not fall under the more orthodox categories of government depart­
ment and local authority. This, however, is not the place for a consideration 
of this interesting question. For present purposes we shall include the 
various corporations responsible for the running of the nationahsed industries, 
such as the National Coal Board or the British Electricity Authority, and 
also cover some of the bodies concerned with the provision of social and 
other non-industrial services such as the New Town Development Corpora­
tions or the Regional Hospital Boards. It will not, however, be possible 
to make reference to all the multitudinous boards, largely of an advisory, 
regulatory or supervisory character or to the numerous councils, commissions 
and similar bodies which now grace the periphery of the British system of 
public administration.
The general rule is that members, including the Chairman and Deputy 
Chairman, of public boards are appointed by the appropriate Minister. 
Formal exceptions are the British Broadcasting Corporation, the Chairman 
and Governors of which are appointed by the Queen in Council, and the 
Governor, Deputy Governor and Directors of the Bank of England, who 
are also appointed by the Crown : in effect these appointments are made 
by the Government of the day.
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A detailed account of the constitution and composition of the various 
Boards falls outside our terms of reference naturally there is considerable 
variation as regards both the number of members and the proportion of 
full- and part-timers. As regards tenure, the normal pattern— for the post-war 
corporation at any rate— is to leave this to the Minister for him to deal with 
by way of regulation : the important point is that Board-level appointments 
are not, as a rule, permanent, but merely for a fixed term of years— frequently 
five for full-time and three for part-time members— though reappointment 
is possible and by no means uncommon. At the same time, except in the 
case of the Bank of England where the Governor and Directors are appointed 
for a minimum term of office under statute, the appointing Minister has 
powers of dismissal if, in his opinion, a member becomes " unfit to continue 
in office.” D. N. Chester has pointed out that, on the whole, the Chairman 
and Members of the post-war Boards are in a more dependent statutory 
position than were those of the pre-war public corporations (such as the 
Central Electricity Board and London Passenger Transport Board), though 
elsewhere he says that security of tenure is a difficult concept to pin down, 
much depending on convention.®®
Until recently it was understood that full-time Board members give 
up their outside directorships and other paid commercial or trade union 
posts, but there has lately been a departure from this principle, and according 
to the Minister of Supply’s announcement in the Commons of the members 
of the new Iron and Steel Board, the holding of outside directorships by 
full-timers is not precluded, provided “ they take on nothing whatsoever 
which is going to encroach upon the time they need to carry out their duties 
as whole-time members of the Board.”®^ This development was foreshadowed 
in the Iron and Steel Act of 1953, which specifically defines®® a “ whole-time 
member ” as one who is required to devote himself exclusively or mainly 
to the performance of his duties and notwithstanding that his appointment 
as a Board member may not be his only appointment. The whole concept 
of full-time service has thus become rather elastic, and the line between 
full- and part-time has become further blurred by the creation of what may 
well become a new category of “ most-of-the-time ” posts such as that of 
Sir John Green on the new Iron and Steel Holding and Realisation Agency 
who, in the words of the official announcement, “ will devote the greater 
part of his time to the business of the Agency.”®® Similarly, the chairmanship 
of the Colonial Development Corporation has been officially reduced (i.e., 
by a formal reduction in salary) to “ most-of-the-time ” proportions, following 
the permission given to the present holder of the office to accept some private 
directorships.®® Members of the House of Commons cannot be members 
of these Boards.
Salaries— in some Acts the term used is “ remuneration (whether by 
way of salaries or fees) ”— are also determined by the Minister concerned, 
but with Treasury approval. In some of the later acts there is a provision 
that the Minister must notify Parliament of these and a List of Members oj 
Public Boards of a Commercial Character is now published annually as a 
White Paper. However, the salaries of the members of the New Town 
Development Corporations do not require to be, and are not in fact, regularly 
submitted to parliamentary scrutiny, though details can be elicited by a
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Question in the House.®^  The salaries of the Governors of the B.B.C., 
on the other hand, and the fees payable to the Governor and Directors of 
the Bank of England are laid down in their respective Charters.®®
T A B L E  II 
Members of Public Boards 
Salaries(a) as at 1st November, 1953
Board Chairman Deputy
Chairman
Member Additional 
Allowances (b)
£ P-a. £ P-a. £ P.a. £ p.a.
National Coal Board . . 7,500 5,000 5,000 
500 (?)
C : 1,000 (c) 
D C  and M  : 500
British Electricity 
Authority 8,500 5,000
id) 
1,000 (?) 2,250
Area Electricity Boards
(e)
4,000
(g)
3,500
(/) 
500 (?) 1,500
North of Scotland 
Hydro-Electric Board Unpaid (P) Unpaid (?) 750/500 (?) 1,500
Gas Council 6,000 5,000 (^) C : 1,000 
D C  : 500
Area Gas Boards 4,500 3,500 3,000 
500 (?) (/z)
C:500 
D C  : 400 (0
British Transport 
Commission 8,500 —
5,000 (g) 
1,000/500
(P)
4,000
London Transport 
Executive 7,000 — 3,500 (g) 
500 (?)
Road Haulage 
Disposal Board 3,000 (?) 3,000
(i)
500 (?) 200
British Overseas 
Airways Corporation 7,500 (^ ) ik) 
500 (?)
C : 1,000 (1)
British European 
Airways Corporation 5,000
(m) 
1,500 (?)
W  
1,200 (?)
(»)
C : 750 (1)
Iron and Steel Board 7,500 — 5,000 
1,000 (?)
Iron and Steel 
Holding and 
Realisation Agency .. 6,000 (?) — 3,500 (?) (o) 
1,000 (?)
Cable and Wireless 
Ltd.............. 3,500 3,000 ip) 500 (?) iq) C:350 
Man. Dir. : 350
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T A B L E  II {continued)
Board Chairman ' Deputy 
Chairman
Member Additional 
Allowances ib)
Raw Cotton 
Commission (r)
£ P-a. 
5,000
£P-a. £ P-a.
3,000 (5) 
500 (?)
£P-a.
C:500 
M  : 250 it)
Colonial Development 
Corporation 3,500 (?) 750 (?) 500 (?) 2,000
Overseas Food 
Corporation 4,000 (m) — 500 (?) iv) C : 1,600 iw) 
250
Bank of England (%) .. 2,000 (?) 1,500 (?) 500 (?)
British Broadcasting 
Corporation 3,000 (?) 1,000 (?) 600 (P)(y)
New Town Develop­
ment Corporations ..
(z) 
1,500 (?) 750 (?) 400 (?)
National Assistance 
Board .. .. 5,000 1,500*^  (?) 750 (?)
{a) AU salaries refer to full-time appointments, except where any figure is followed 
by (P) to indicate part-time tenure. As regards the number of members in receipt of 
the various salaries, see Cmd. 9025 (H.M.S.O. 1953), which gives details for most of 
the Boards listed.
{b) C =  Chairman, D C = Deputy Chairman, M=/M//-time member ; allowances not 
earmarked are payable to the Board as a whole. Except where otherwise indicated, the 
allowances shown do not include travelling and subsistence expenses, which are refunded 
separately in all cases.
(c) A  further sum not exceeding £5,000 is available to meet expenses on hospitality, 
etc., incurred by the Board as a whole.
{d) The Board includes the Chairmen of 4 Area Boards and of the North of Scotland 
Hydro-Electric Board, who are remunerated only as such (the latter being unpaid). 
One member (?) receives £750, plus £500 in respect of additional duties.
(g) Excluding those retaining the higher salary payable to them in their previous 
employment.
(/) Chairmen of Consultative Councils receive £750. Members appointed before 
31.12.1950 receive £750, or £1,000 if Chairmen of Consultative Councils.
{g) The members are the Chairmen of the Area Gas Boards and paid as such.
Qi) Chairmen of Consultative Councils receive £750.
(z) An allowance of up to £600 is available for the use of members.
{]) Paid to two members ; two others are unpaid.
{k) The Deputy Chairman and the two full-time members of B.O.A.C. and the 
Chief Executive of B.E.A. hold a “ full-time executive appointment,” the remuneration 
of which is determined by the Corporations.
(/) Inclusive of travelling and subsistence expenses in this country, but excluding 
overseas visits and special large-scale entertainments.
{m) Voluntarily not drawn.
(n) Payable to 2 members engaged on special duties. 2 others have a salary of 
£1,500 (special duties) and £500 (not drawn).
ip) Payable to Sir J. Green, who devotes the greater part of his time to the business
of the Agency.
ip) Salary of Managing Director, not Deputy Chairman. 
iq) Paid to 1 part-time Director, 2 others are unpaid.
(r) N o w  to be wound up.
(s) Payable to 1 full-time member. The second full-time post is an “ executive
appointment ” (remuneration not known). There are 10 part-time members. 
it) Inclusive of travelling and subsistence expenses in this country.
(u) Chairman and General Manager.
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The highest salary is, as shown, £8,500, payable to the Chairmen of 
the British Transport Commission and the British Electricity Authority. 
The Chairman of the National Coal Board also originally received this amount, 
but is now paid £7,500 plus an allowance of £1,000.®® The Chairmen of 
British European Airways and British Overseas Airways similarly enjoyed 
higher salaries initially.®’
For Deputy Chairmen and " ordinary ” members salaries range from 
£3,000 to £5,000 ; the distinction of being a Deputy Chairman is not 
necessarily reflected in his remuneration. The official evaluation of the 
appropriate reward for “ most-of-the-time ” service appears to be £3,500 : 
this is the salary of the " most-of-the-time ” member of the Iron and Steel 
Holding and Realisation Agency and of the Chairman of the Colonial Develop­
ment Corporation as from the autumn of 1953. However, as we have seen, 
the holding of outside directorships per se does not now automatically imply 
a salary of only “ most-of-the-time ” proportions : how onerous precisely 
these extraneous duties may be before the salary is so reduced is far from 
clear.
Part-time members receive various amounts ranging from £1,000 (British 
Electricity Authority, e.g.) to £400 (New Towns), but £500 is perhaps the 
most common figure for those not engaged on special duties. To what 
extent these variations reflect differences of " work load ” or, alternatively, 
other factors such as the relative " importance ” of the Board in the scheme 
of things or the need to pay according to commercial principles is most 
difficult to say without a great deal of further research into, among other 
things, the actual amount of time spent by each part-time member on his 
duties ; the problem is akin to that created by whole- and " most-of-the- 
time ” service. However, there is some indication that £500 is becoming 
increasingly typical as the part-time member’s “ rate for the job.” All 
(ordinary) members of Area Electricity Boards, for instance, appointed since 
the beginning of 1951 receive this figure as against the £750 of those appointed 
before this date, and a number of part-time appointments in Transport and 
on the Court of Directors of Cable and Wireless Ltd. have similarly been 
levelled down. As we saw, the same is true of a few full-time appointments, 
though a request in the House of Commons, made at the time of the 1948 
“ wage-freeze,” for a standard maximum salary of £5,000 a year got little 
sympathy from the Chancellor of the Exchequer, who pointed out that the 
salaries of the Chairmen and members of the Public Boards were fixed " at 
the level necessary to obtain men with the qualifications and experience 
required for these highly responsible posts, having regard to the current 
salaries obtainable for similar posts in the field of private enterprise ”®®—  
the nearest, probably, that we shall ever get to an official pronouncement on
(v) Payable to 3 part-time members, 1 of whom receives a further £1,500 as London 
Agent of the Corporation. 2 part-time members are unpaid.
(zü) Personal oversea allowance.
(x) The figures shown are the fees payable in respect of part-time service on the 
Court of Directors. Additional amounts are paid to the Governor, Deputy Governor 
and the 4 Directors serving full-time.
(y) This is the remuneration of Governors other than the National Governors 
fcr Scotland and Wales, who receive £1,000 per annum.
(z) A higher salary is paid if  acting as Chairman of more than one Corporation.
+ Now reduced to £750 per annum.
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the rationale of these rewards. Sir Stafford added that he did not think 
it would be practicable to work to a specific limitation as suggested.
A small number of Board members continue to receive the higher salaries 
payable to them as officials of their respective undertakings prior to nation- 
ahsation, while a few others do not draw their (full) salary. It may also 
be added that those members who sit on more than one Board are only 
remunerated in respect of one appointment : thus all the members of The 
Gas Council and four of the members of the Central Electricity Authority 
sit on the central body by virtue of their chairmanship of an Area Board, 
and are remunerated only in respect of the latter. In one case remuneration 
is received in respect of two part-time posts.
Bank of England
The figures shown in Table II for the Bank of England are merely 
fees in respect of part-time service on the Court of Directors and are not 
meant to cover the “ exclusive service ” which is demanded from the Governor 
and his Deputy and which may be (and is) demanded from up to four 
Directors. Thus, the Charter of 1946 lays down fees in respect of service 
on the Court of Directors as shown but, further, provides that “ the Governor 
and Deputy Governor and any Director rendering exclusive services to the 
Bank of England may in respect of their exclusive services receive remuneration 
at such rates as the Court of Directors may from time to time determine in 
addition to their fees for their services on the Court . . .” (Cmd. 6752 
S. 12). The extent of this addition, though clearly crucial, is neither stated 
nor ascertainable ; moreover its existence seems to be frequently overlooked.
B.B.C.
The Governors of the B.B.C. now number nine, including the Chairman, 
Vice-Chairman and the National Governors for Scotland, Wales and Northern 
Ireland. They all serve part-time ; hence the relatively low level of their 
salaries which has come under fire in some quarters.®® The Broadcasting 
Committee of 1949,^ ®^ which reviewed the Governors’ position in the course 
of their exhaustive examination of the broadcasting service, gave their official 
blessing to the system of part-time service, but nevertheless recommended 
an increase in remuneration so as to justify a greater call upon these services. 
Thus the Chairman, though he should be part-time, “ should as definitely 
make broadcasting his first interest ” and on that basis the Committee 
proposed a salary of £4,000 per annum. For the ordinary Governors, who 
had suffered a pay reduction under the 1946 B.B.C. Charter on the ground 
that their duties were not sufficiently heavy to justify an annual salary of 
£1,000, the Committee recommended that the cut should be restored, which 
“would assume some increase in the time now given to their duties” (paras. 
576-7). These recommendations were not, however, accepted and the 
salaries of the Chairman, Vice-Chairman— the Beveridge Committee con­
sidered this appointment superfluous— and other Governors have been kept 
in each case at the 1946 level. The new national Governors for Scotland 
and Wales receive only £1,000 per annum^^— half of what the Committee 
had proposed— while the other members of the new National Broadcasting 
Councils (who are not Governors) are to render their services completely
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voluntarily, although the Beveridge Committee had suggested a payment of 
£500 per annum. It should be pointed out, hov^ ever, that the functions of 
the Councils will be considerably more limited than envisaged by the Com­
mittee. It may be of interest to add that the Chairman and Vice-Chairman 
of the B.B.C. now receive the same as, and the ordinary Governors £100 
less than, under the original Charter of 1926.
New Towns
The salaries shown for the New Town Development Corporations apply 
uniformly to all the 12 Corporations now in existence in England and Wales, 
set up under the New Towns Act of 1946. Each Corporation is charged 
with the laying out and general development of the new town in question, 
for which purpose it is given wide powers. However, none of the Board 
members serve full-time. As shown in Table II, the salary of Vice-Chairmen 
is now £750 per annum ; when the first Corporations were established—  
and until May, 1949— the annual salary of Vice-Chairmen was £1,000.
National Assistance Board 
The Board consists of a Chairman, a Deputy Chairman and four members, 
appointed by the Crown, but only the Chairman serves full-time. The 
Board operates with a Civil Service staff and all its expenses are borne on 
ordinary Parliamentary Votes, with the exception of the salaries of the Board 
itself, which are paid out of the Consolidated Fund and which, in the 
aggregate, must not exceed the sum of £12,000 per annum (National Assistance 
Act, 1948, S. 61 and Sched. 1). The salaries of the Board members are, 
in this instance, determined by the Treasury without “ aid ” from other 
Departments, the Chairman’s salary being the same as that received by the 
Chairman of the Unemployment Assistance Board— the N.A.B.’s predecessor 
— before the war.
National Health Service 
JVlembership of the various bodies set up under the National Health 
Service Act, 1946— Regional Hospital Boards, Boards of Governors of 
Teaching,Hospitals, Hospital Management Committees, Executive Councils, 
the Central Health Services Council, etc., and any of their Committees—  
is part-time and completely voluntary. Service on these bodies is in fact 
treated similarly to that on Local Authorities and payment may be made in 
respect of “ any loss of remunerative time ” as well as (in given circumstances) 
in respect of travelling and subsistence expenses,^ ® the amounts fixed being 
identical with those payable to members of Local Authorities.^ ® There are 
more than 10,000 voluntary workers serving the National Health Service in 
this way. They normally serve for three years (though eligible for re-appoint­
ment) and are not debarred from sitting in the House of Commons. It is 
only in the case of a few specialised bodies, such as the Dental Estimates 
Board and the Medical Practices Committee, staffed by full-time personnel, 
that the position is different and remuneration may be and is paid.^ ^
Allowances
The allowances shown in the last column of Table II— specific statutory 
authority is given for their payment in the nationalisation Acts— are also
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determined by the competent Alinister with Treasury approval. They are 
not, as a rule, meant to cover traveUing and subsistence, members of all 
the Boards being entitled to recover such expenses where incurred for official 
purposes. In addition, the Boards frequently provide members with a car 
and chauffeur for use on official business. In the case of the B.B.C., the 
Charter specifically provides for the reimbursement of expenses incurred by 
Governors, and by the members of the National Broadcasting Councils, 
Regional Advisory Councils and other committees.
Pensions
Some members of Public Boards draw pensions, or retain pension rights, 
in respect of previous employment. Others are now eligible for pension in 
respect of their Board service, for which there is full statutory authority.
General Comments
We are in this survey dealing only with the remuneration of the members 
of various Boards, and not with the latter’s staff, who are in rather a different 
category, being permanent full-time employees, whose fate is in the hands 
of the Boards themselves and over whose conditions of service Aiinisters 
do not normally have a say. However, the point at which Board level ceases 
and staff level begins varies because of constitutional differences between 
the various Boards, and this has led to some interesting results. Thus, the 
national Board is the only statutory body created by the Coal Nationalisation 
Act, 1946, and the Divisional Coal Boards are simply part and parcel of the 
industry’s normal administration, their members holding permanent pension­
able staff appointments. However, parallel regional bodies in other nation­
ahsed industries— say Gas and Electricity— are set up by statute and are, 
therefore, manned by “ Board members,” serving fixed terms of office under 
“ Board ” conditions as described earlier on. While it is true that Area 
Gas and Electricity Boards— especially the former— have much more inde­
pendence than the Divisional Coal Boards and are responsible for pohcy 
to a greater extent, it would be wrong to assume that Board status, including 
Board conditions of tenure and salary, depend solely on either the degree 
of independence or on the pohcy-making nature of the Board, while 
managerial or executive function is reflected in permanent salaried (staff) 
status. The facts— or accidents— of the constitutional framework rather 
than the nature of a Board’s functions appear to be the primary determinant 
of whether a particular top-level appointment confers Board or employee status.
A further interesting point is that while the salaries of Board members 
are, in general, pubUc property, those of the senior executives are, as a rule, 
highly confidential. Thus, the salary of a member of an Area Gas Board 
can be ascertained quite simply by turning to the relevant White Paper, 
but that of a member of a Divisional Coal Board is not divulged except in 
the most general of terms.The refusal of the Alinister of Fuel and Power 
to disclose the salaries to be paid to members of Divisional Coal Boards 
was in fact raised in the House of Commons in November, 1946, but the 
Minister pointed out that, the regional coal boards being non-statutory 
bodies and part and parcel of the Board’s normal administration, the demand 
for information regarding their (and other administrative) salaries amounted
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to “ elevating ” the administration of the National Coal Board to that of the 
Civil Serviced® Similarly, the Deputy Chairman and the two ordinary 
full-time members of B.O.A.C. and the Chief Executive of B.E.A. as weU 
as one of the two full-time members of the Raw Cotton Commission hold a 
“ full-time executive appointment,” details of which are not pubhshed. In 
the case of the Airways Corporations, the Air Corporations Act, 1949, 
specifically provides (Sch. 1, S. 10) that if any member of the Corporation 
(other than the chairman or deputy chairman) is “ employed about the 
affairs of the corporation otherwise than as a member thereof,” the Corporation 
may pay him such additional remuneration as the Corporation may determine, 
and the Governor, Deputy Governor and full-time Directors of the Bank 
of England are, as we saw, in a comparable position. Without wishing to 
take up the general question of the secrecy in which the salaries attaching to 
senior executive positions on Public Boards are shrouded, it is worth pointing 
out that the remuneration of a Board member of a “ pohcy-making ” Board, 
who however is himself engaged on executive duties for part of his time, 
is a secret, while if the whole Board is of the executive type, ah the members’ 
salaries are likely to be pubhc property.
Not unnaturahy, the salaries paid to Board members have attracted a 
considerable amount of pubhc interest as weU as criticism. On the one 
hand. Board salaries have been attacked as far too high, while in other quarters 
the criticism has been that they are too low to attract men of the highest 
cahbre and abihty, and similarly widely differing views are held as regards 
the basic consistency of the different scales. Thus, a study of The Men on 
the Boards by the Acton Society Trust finds that “ the most striking thing 
about these figures is that salaries do not seem to have been aUotted to any 
consistent principle,” ’^ while Professor Robson thinks that a good deal of 
thought has been given to the question, that the salaries vary according 
to the size and importance of the undertaking and that they “ appear to be 
broadly reasonable, having regard to the enormous responsibihties falling 
on the men who are asked to direct these huge concerns and the experience 
and knowledge which they are required to possess.” ®^ He states that salaries 
are well below what would be offered by commercial companies of similar 
magnitude, and observes with satisfaction that since 1945 no attempt has 
been made to remunerate members of pubhc corporations at the absurdly 
high rates which were sometimes fixed before the war. Then— and the 
somewhat different value of money is a not unimportant consideration—  
the Chairman and Deputy Chairman of the London Passenger Transport 
Board, for instance, received £12,500 and £10,000 a year respectively, while 
the Chairman of the Central Electricity Board (who had a far less important 
post than the Chairman of the British Electricity Authority) was paid £8,000 
a year. On the other hand, the Port of London Authority— one of the pre-war 
public corporations which has survived— still appears to pay its Chairman 
on the high pre-war scale : the present Chairman, whose post is part-time, 
was appointed in 1946 at a salary of £7,500 per annum.^ ® It should be 
emphasised, however, that the Port of London Authority is not a public 
authority in the full sense of the term, the majority of its members being 
elected by wharfingers and other private interests, and the above salary is 
determined by the Authority itself with neither the Treasury nor a Minister
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of the Crown having a say in its determination. Moreover only the Chairman 
and Vice-Chairman (and Chairman of any Committee), but not the ordinary 
members of the P.L.A., may be paid a salary.
SOME REFLECTIONS
Let us now take a brief look at relative levels of pay within the field of 
politics and public service considered in this article. We may start by con­
trasting the £1,000 gross of the theoretically part-time Member of Parliament 
with the £500 net of (many of) the part-time Board members. Bearing in 
mind their respective workloads, there seems to be little doubt that the M.P.’s 
hourly rate of pay falls rather drastically short of the Board member’s— 
and this will still be so if the Parliamentary salary becomes £1,500. I 
have, of course, not shown reason why these hourly rates should be the 
same, but to those who claim that the enormous responsibilities involved in 
the running of a major nationalised industry entitle Board members to very 
substantial salaries, one can reply that in the case of the £500-a-year part- 
timer, this argument can apply only to a very limited extent. Again, the 
Chancellor of the Exchequer and the Foreign Secretary with their £4,000 
per annum might be forgiven for casting envious eyes on the Chairman 
of, say, the British Transport Commission and the British Electricity 
Authority, particularly as the tenure of a Ministry is, if anything, less secure 
than a Board chairmanship. This is not to imply that Board salaries are 
too high ; one is simply tempted to pose the rhetorical question whether 
managing the nation’s finances and foreign affairs is really so much less 
important than managing its transport system or electricity supply. “ Does 
the Hon. Gentleman admit that the chairman of the B.O.A.C. is worth nine 
and a half Members of Parliament, or one and nine-tenths Cabinet Ministers ?” 
asked Mr. Mikardo in the House in April, 1947.®® The answer is probably 
that the Hon. Gentleman would not admit anything of the kind and that, 
quite simply, ministerial salaries do not reflect the value or importance of 
the services rendered. In the case of Board salaries, what is paid can perhaps 
be described as Board members’ hypothetical market value, minus the several 
thousand which we feel they ought to forego in deference to the “ public 
service ” motive. The figures thus are arrived at by a process of subtraction, 
and the reward obtained in private enterprise is our starting point. The 
salaries fixed for ministerial posts are, however, arrived at by a different 
process. It is now so inconceivable that the national finances and foreign 
affairs should be run by private enterprise on the nation’s behalf, that we 
have no market rate to help us in determining these and other ministerial 
salaries. Hence we rely on history to provide our starting point— Mr. Baldwin 
made this quite clear in 1937 when winding up the Second Reading Debate 
on the Ministers of the Crown Bill®^— but, at the same time, whatever figure 
antiquity has bequeathed must also satisfy the criterion of, on the one hand, 
not being so low as to be inconsistent with the undoubted dignity of ministerial 
office, nor, on the other, so high as to be incompatible with the rendering 
of public service, which by common consent ought not to be rewarded in 
full by financial means. Where precisely the blades of the scissors cut is 
thus the resultant of a number of complex factors, including the “ value” 
of the less tangible, but no less real, non-monetary rewards of public service.
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At the root of all this appears to be the tradition that where the nature 
of a public service is commercial or industrial, we cannot expect those who 
perform it to make as great a financial sacrifice in deference to the pubhc 
service motive as we can where the nature of the service is “ social.” Thus, 
members of Regional Hospital Boards and other bodies set up under the 
National Health Service work “ for love,” while part-time service on all 
the Boards of the nationahsed industries is rewarded. On the other hand, 
the constitutional framework within which a service is rendered is often an 
equally, if not more, potent factor. Thus, a local Councillor is unpaid whether 
he serves on the Education Committee or on the municipal Transport 
Committee, though helping to run a municipal transport system is as “ com­
mercial ” as helping to run a national (pubhc) one which, as we saw, does 
attract a financial reward. Again, the Post Office is, according to the nature 
of its functions, of a piece with the other nationahsed industries, but as it 
happens to be a fully-fledged Government Department, the P.M.G. is paid 
as a Minister of the Crown. (Indeed his remuneration was actually below that 
of the “ major ” Ministers until 1946.) If it were not for this accident, he 
might well receive a salary comparable to that of the Chairmen of the major 
nationahsed industries. The President of the Board of Trade and the Minister 
of Supply, similarly, deal with matters commercial and industrial, but they 
head what are full Government Departments, and it is this fact of their 
constitutional position, rather than the nature of their functions, which 
determines the pattern of remuneration.
By way of a tentative conclusion to an admittedly incomplete survey, 
this may be said. I have not attempted in this essay to examine or evaluate 
ail the many complex factors which have produced our present standards 
of remuneration for the various types of pubhc service (though our brief 
discussion seems to suggest, e.g., that the “ market ” criterion is more 
important in determining Board salaries than those of Ministers). But 
whatever these factors are and whatever the precise “ weighting ” to be 
ascribed to any one of them, we may say that the financial reward, which 
now accrues to an individual “ for political and public'services,” depends 
on the constitutional framework within which they are rendered rather than 
the nature of those services. In other words, if your service is performed 
within the sphere of local pohtics, your pay is nil ; if within that of national 
politics, it is paid for at what might be called the “ modest parhamentary ” 
level, remuneration for the “ political ” type of public service, performed 
as the result of popular election being, on the whole, decidedly inferior to 
that rendered as a consequence of ministerial appointment. If yours is 
Board service, the fact of whether your Board is a statutory one will determine 
whether or not you are a genuine Board member or, alternatively, an ordinary 
salaried senior executive. As between one statutory Board and another, 
however, the type of service rendered assumes importance. If your Board 
is of a commercial or industrial character, you may claim higher pay than 
if you are merely purveying social or cultural goods, in which case you are 
expected to have imbibed something— or possibly a great deal— of the tradition 
of voluntary service.
"See 29.5.1946, 423 H.C. Deb., 1257 and 24.5.1954, 528 H.C. Deb., 74.
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^In 1920 a Select Committee was appointed to consider the salary and expenses 
of M.P.s. It did not make a specific recommendation for an increase of salary, though 
favouring the granting of certain privileges.
^Report from the Select Committee on Members^ Expenses, H.C. 93 of 1945-46.
^30.4.1946, 422 H.C. Deb., 38-9.
"See 6.11.1945, 415 H.C. Deb., 1089-1)0.
«Cf. 16.3.1953, 512 H.C. Deb., 170 and 23.1.1953, 510 H.C. Deb., 66.
"^ Report from the Select Committee on Members'  ^ Expenses, etc. (February, 1954).
«For the two debates see 13.5.1954, 527 H.C. Deb., 1441 et seq. and 24.5.1954 
528 H.C. Deb., 30 et seq.
^Report from the Select Committee on Remuneration of Ministers, December, 1920, 
Appendix I.
^^Report from the Select Committee on Ministers'' Remuneration, July, 1930, p. iv. 
See also the Home Secretary’s introduction of the Second Reading of the Ministers 
of the Crown Bill on 12th April, 1937 (322 H.C. Deb., 639).
""Full-time ministers are «or, however, debarred from holding part-time salaried 
posts unlikely to conflict with their official duties : See “ general guidance ” issued by 
Prime Minister, 25. 2. 1952, 496, H. C. Deb. 701-3.
"«Prior to the Ministerial Salaries Act, 1946, the Assistant Postmaster General and the 
Parliamentary Secretary to the Alinistry of Pensions received less than £1,500 per annum.
"«Cf. British Imperial Calendar and Civil Service List, 1953, p. 18.
""6. 11. 1951, 493, H. C. Deb. 70.
""During the ensuing debate a number of M.P.s. referred to the cut in contemptuous 
terms in view of the fact that, owing to the high rate of income tax and surtax, the net 
saving to the Exchequer would be negligible. Cf. also 13. 11. 1951, 493, H. C. Deb. 819. 
A further effect of the abatement is that Ministers of State with a salary of £3,000 plus 
the additional £500 as Members of Parliament may receive a higher ?iet salary than senior 
Ministers. This survey, however, is confined throughout to a consideration of groa 
salaries.
"«1920 Report, p. iii.
"’1930 Report, p. iv.
"«Cf. Halsbury's Laws of England, 2nd. ed. Vol. VI, p. 666 and Cum. Supplement 
1953, p. 71.
""Until 1892 the Law Officers could, in addition, engage in private practice without 
any restrictions.
««1930 Report, op. cit. Appx. I. The 1930 Committee were much more cautious,
however, and reserved judgment on the 1920 recommendation for a cut in the Law
Officers’ income.
«"25. 3. 1947, 435, H. C. Deb. 1074-5.
««4. 11. 1947, 443, H. C. Deb. 1533.
^^Report of the Select Committee, 1920, p. iii. Ministers do not necessarily choose to 
live in their official residences : the Chancellor of the Exchequer does not at present 
occupy No. 11 Downing Street.
««Cf. 3. 12. 1951, 494, H. C. Deb. 2019.
«"See Report of the Inter-Departmental Committee on Expenses of Members of Local 
Authorities (Cmd. 7126, 1947), para. 21. The Metropolitan Borough Councils could pay 
expenses incurred in conveying members on inspections.
««See 18. 11. 1947, 444, H. C. Deb. 1004 et seq.
«’See Local Government Act, 1948, S. I l l  and S.I. 1948 N o.l643, S.I. 1949 No.
1286 and S.I. 1950 No. 1416.
««For the Lindsay Committee’s remarks on this point see Report, paras. 8 and 83.
«"For a concise account see D. N . Chester, The Nationalised Industries (1951), p. 19 
and p. 75. See also Acton Society Trust, The Men on the Boards (Nationalised Industry 
Series No. 4) 1951.
««Op. cit p. 13 and “ Public Corporations and the Classification of Administrative 
BoàiQs,’f  Political Studies, Vol. I, No. 1. See also W. A. Robson (Ed.), Problems oj 
Nationalised Industry (1952), p. 105.
«"21. 5. 1953, 515, H. C. Deb. 2278-82.
««10. 6. 1953, 516, H. C. Deb. 22.
^Hbid. Cols. 209-12.
«^Cf. 23. 5. 1950, 475, H. C. Deb. 1823-5.
«"See Cmd. 8605 (1952) s. 8 and Cmd. 6752 (1946) s. 12.
««At the time when the Chairman of the N.C.B. received £8,500, there was an expense 
allowance for the Board as a whole of £10,000. Now there is an individual allowance for 
each full-time member, as shown.
«’The composition of the Boards—and hence the salaries of their members—of 
Cable and Wireless Ltd., the Overseas Food Corporation and the Colonial D e v e l o p m e n t
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Corporation were also rather different in 1948.
««17. 2. 1948, 447, H. C. Deb. 183-4.
«"See W. A. Robson (Ed.), Problems of Nationalised Industry, p. 104.
Report of the Broadcasting Committee, 1949, Cmd. 8116, 1951.
^"The National Governor for N. Ireland receives £600, to be raised to £1,000 should 
a Broadcasting Council for N . Ireland be estabUshed. t
"«National Health Service Act, 1946, 3rd Sch. Pt. IV and 5th Sch. S.3,
"«See the National Health Service (Travelling Allowances, etc.) Amendment Regu- ' 
iations, 1954 (S.I. 1954, No. 592).
""National Health Service Act, 1946, s. 40(e) and 6th Sch. S.3 and Civil Estimates 
1952-53, Class V, p. 63. :
""See National Coal Board, Annual Report and Statement of Accounts for the year I
ended 3 lst December, 1947, (H.S.M.O. 1948) Appx. V fsimilar details have not been pub- •
lished in subsequent Reports).
"«15. 11. 1946, 430, H. C. Deb. 475-486. !
"’TAg Men on the Boards, op. cit. p. 14. :
"«Robson, op. cit. p. 103. Prof. Robson does, however, criticise the low ness of ! 
B.B.C. salaries.
""Ibid. and H. Morrison, How London is Governed (1949), p. 136. The pre-war 
salary was £5,000.
""2.4.1947, 435 H.C. Deb., 2023. !
. . .  I have always taken it that the standard salary is the old-established salary 
for the majority of the greater Ministries, £5,000 a vear ” (12.4.1937, 322 H.C. Deb. 
742). " ,
(Postscript) I
Sir Winston Churchill announced in the House of Commons on 8th ‘ 
July, 1954, that the Government had decided to institute a sessional allowance * 
to those members that wished to draw it at a rate of £2 for every day (other ' 
than Friday) on which the House sits.
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